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DEFENSE EQUAL OFFORTUNITY MANAGEMENT INSTITUTE

MEMORANDUM FOR COMMANDING OFFICER f ORGANIZATIONAL DIRECTOR

SURJECT: DEOMI Organizasional Climate Survey

Congratulations and thank you for using the Defense Equal Opportunity Management
Institute's { DEOMI) Organizational Climate Survey (DEOCS). You have completed an
important step toward understanding and impreoving the human relations climate in your
organization. Y our decision to conduct the survey shows that you value your members' input on
important human readiness issues. Still, the survey represents the first step in the process; now
it's time for appropriate follow-up to ensure the DEOCS i3 optimally employed to help you
constructively address organizationsl issues.

We recommend you employ the DECKCS in conjunction with other assessment strafegies,
inctuding focus proups, interviews, observations, reviewing written reconds and reports, and any
other method you deem worthwhile to further characterize your organization’s climate. The
report provided to you by DEOMI is supported by a staff of highly qualified people ready to
assist you in tailoring training programs, action planning, or problem solving to mest the specific
peeds of your organization,

If you or your stafT reguires assistance, do not hesitate to contaet the Directorate of

tor the epportunity © work with your organization.

CAPT, USNM
Comamandamnt
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[. INTERPRETING YOUR DEOCS REPORT

"TF": DEQCS As you examing the results of your DEOCS, you may wonder what
_rann pr'f""'-'d“ all 1!1: ] it all means. Certainly, there is a bot of information in the report,
information 'M_! Ix"tm:e o We believe it can be useful at all levels of the organistion. But
B PR N DRI B e how do you go about interpreding the information?

thorough, and sccurate
view of what the survey
S0YS,

Look af the dt'lnqrj;t:u |':|:||i.|.' breakdown,
Examine perceptions of discrimination and the complaint process,
Use subgronp factor comparison to understand the disparities,

Heview the overall unit summary,

Review locally developed questions, command specific questions, short-answer

questions, and wrltten comments, iF any.,
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1I. REPORT FOR N2/N6 INFORMATION DOMINAN
a. BEMOGRAPHIC BREAKOUT

LOOK AT THE DEMOGRAPHIC BREAKOUT of who in your orpanization completed the survey,
Remember, the data shown in the charts are computer-generated, and based on the inputs received from survey
respondents, There may be times when respondents will enter inaccurate information, whether by design or
unimtentionally, thus creating inaccurate demographic breakowts on the report. Alsa, in those cases where
respondents fail (o respond or, when using the paper survey, leave ermant pencil marks, the computer will repont
these as missing cases. The report is broken down into categories that we later use to provide subgroup
comparisons within your organization, &.g., minority/majority, women'men, ctc. In those cases where fewer than
five people in & subgroup complete the survey, you will nod receive any comparisons for that subgroup in order
to maintain the anonymity of cach respondent and to provide statistically meaningful results.

MINORITY vs MAJORITY

Frequency Percent

Wl jorily i T6.03
Tuotal Cases 146 QR
Missing Responses &

For the majority/minority subgroup cateporics, the majpority catepory includes all respondents who listed their
race a5 “White,” and their ethnicity as “not Hispanic.” Al other respondents are included in the minority
subgroup.

RACE
Frequency Percent
American Indian 0 0.040
4 .76
15 10,34
| 0.69
Whin I 7931
0 e
Total Cases 145 100, CH)
Mizsing Hesponses 7
ADMIMNG:  1333105-2 Defense Equal Cpportunity Management Institute g
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HISPFANIC DECLARATION

| |i-.|'|.'|nir

Nol Hizpanie

Total Cases

Missing Hesponses

LGENDER

Women

Men

Total Cases

Missing Hespones

OFFICER vs ENLISTED

Dificer™W

F nllisted
Total Cases

ther

Missing Responses
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Freguency

145
152

Frequency
47
03
152

i

Frequency
6
16
TR

T4

Percend
461
945.39

LLULRNY]

Pereent
0.4
G908

10000

Percent
T 49
20.5]

ILETRUL)



ENLISTED SERIORITY

Mot Enlisted

Missing Responses

OFFICER SENIORITY

{¥i-003

04 pnad whaowe

Tuotal Cases

Mol &n Officer

Missing Responses

MILITARY vs CIVILIAN

Mlilitary

Total Cases

Missing Responses
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136

Frequeney
15
40
55

Frequeney

L]

Fereent
62.50
37.50

10000

Fercent

Percent
51,32
4868

ETEY)

=j



FEDERAL CIVILIAN SENIORITY

Freguaency Fercent

o s
Total Cases 13 | (. i

Mot a Civilian T

Missing Responses i

For G5, WGWLWSWE, and SES: Junior = | through B, and Senior = 9 and above, For Mon-Supervisory
M5PS: Junior = all Pay Band I, and Pay Band 2 Technician'Support, Fire Protection, Police/Security Guard, and
Lenior = Pay Bands. 3 and 4, and Pay Band 2 Professional pay schedules, For Supervisory NSPS: Junior = Pay
[ 1 3 and Serior = Pil_'f' Rand 2.

OTHER MILITARY va 'S, MILITARY

Frequency Fercent

Other Military 0 0.04
L5 Military TR 1 {200
Tutal Cases T8 106000
Naot Military 74
Missing Hesponses 0

OTHER CIVILIAN EMPLOYEE vs FEDERAL CIVILIAN EMPLOYEE

Frequency Perceni

Federal Employes 7 98,65
Total Cases T4 1 0L
Mat Civilian 8
Missing Responses 0
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b. EXPERIENCES OF DISCRIMINATION DURING IPAST 12 MONTHS

This section addresses whether members of the organization experienced discrimination, directed from
members of the organization, during the last 12 months; whether they reported the incident; and their
satisfaction with how the reported incident was resolved.

"YEE" RESPONSE TO EXFERIENCED AN INCIDENT OF IMSCRIMINATION

Frequency Percent
Race/Mat Oirig/Color 15.18

Gender [(Sex) 2273

Total Cases 22 0,00
"M Respanse 130
Missing Responscs n

MOTE: “Two or Moge” reflects survey respondents who experienced mose than one type of discrimination.
The “frequency™ reflected  for “Two or More™ has not been added 1o the *frequency™ for individuzl
discrimination types..

EXPERIENCED MSCRIMINATION BASED ON RACEMNATIONAL ORIGINACOLOR

MAJORITY
Frequency PFercent
VES 2 1.80
NI 109 Q.20
Total Cases i | .0
Missing Responscs i
ADMIMSY:  1333105-2 Defense Equal Opportunity Management Institute 9
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EXPERIENCED IMSCRIMINATION BASED ON RACE/NATIONAL ORIGINACOLOR

MINORITY
Frequency Percent
YES 4 11.43
M 3l 88.57
Total Casey 35 ROk Ok
Missing Hesponses 0
HISFANIC
Frequency Percent
YES 2 2857
i 5 7143
Total Cases T ILEERU)
Missing Hesponses 0
ADMIMNY;  [333105-2 Defense Equal Opportunity Mansgement Institute i
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EXPERIENCED IMSCRIMINATION BASEDNON GENDER (SEX)

MEN
Frequency Percent
YES 4 181
Total Cases 105 0000
Missing Responscs N
WOMEM
Frequency Percent
YES I 21.28
Total Cases 47 L3RI
Mizslng Respomnses 0
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EXPERIENCED SEXTAL HARASSWENT

MEN

Total Cases

Missing Responses

WOMEN

YES

M

Total Cascs

Missing Responses
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Frequency

105
i

Fregquency

47

Percent
.00
{{EARO]
R

Fercent
.38
93.62
100,

12



WHAT ACTION IMD YOU TAKE FOLLOWING THE INCIDENT OF INSCRIMINATION?

Percent
B.33
l6.67
20000
2500
Total Cascs 100,00

Did not Repart 11

Missing Hesponses 0

"YE&" RESPONSE TO REFORTED INCIDENT OF DISCRIMINATION
TO EQEED OR SUPERVISOR
MAJORITY

Frequency Percent

Did Mot Repuor L, 38.33

Tuotal Cases 12 10000
Missing Responses 0
ADMINE:  1333105-2 Defense Equal Opportunity Management Institute I3
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"YES" RESPONSE TO REFORTED INCIDENT OF IMSCRIMINATION
TO E(VEEQ (R SUPERYISOR

MINCGRITY

Frequemey  Fercemd

[Yid Mot HI_'I'!Il'lrr f 75.00
Total Cases B [oo.nn
Missing Responses ]

HISFANIC

Freguency Fercent

| oo [
Did Mot Report 2 1. 0D
Total Cases 2 (LRI
M issing Responses 0
ADMIME:  1333105-2 Defense Equal Oppartunity Management Institute 14
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ADMIMY:

"VES" RESPOMEE TO REFPORTED INCIDENT OF IMSCRIMINATION

13331052

TO EOVEEQ OR SUPERVISOR

MEM
Did Mot Report
Total Cases
Missing Responscs
WOMEMN

Ihd Mot Report

Tuotal Cases

M issing Hesponses

Defense Equal Opportunity Management [nstitwte
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Frequency

Freguency
7
1
4

]

Fercent

o]
¥
k-
[

= 3
=

Percent
S0L0
S0

10k L



SATISFACTION WITH ISS5UE RESOLUTION: MEMEER WHO FILED FORMAL COMPLAINT,
OR INFORMALLY REFORTED TO ECVEED OR SUPERVISOR

Frequency Perceni
Very Satisfied u .00
| 1111

Moderately Satisficd
[ ersey Dissired] JEE R

Very Dissatisfied) 5 55.56
Total Cases g
Missing Responses LI
Fregquency Fercend

BT oo

Total Cases 5 FO0L00
M'Lnirlg H.l:gq:ll:ln::l:s 1]
ADMIMS:  1333105-2 Diefense Equal Opportunity Management Institute 1
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SATISFACTION WITH ISSUE RESOLUTION: MEMBER YWHO FILED FORMAL COMPLAINT,
OR INFORMALLY REFORTED TO ECVEEQ OR SUPERVISOR

ADMIMA:

[3331005-2

MINORITY

Sanisfied
Dvissatisfied

Total Cases

Mizsing Responses

NISFANIC

Suatislaed

Dissatisfied

Total Cases

Missing Responses

Defense Equal Opportunity Management Instinate
FOR OFFICIAL LUSE ONLY

Frequency
I
I
2

Frequency
0
0

o

Fercent
54,04
S, [

b, O

Percemt
. (i
(Kb

O, CHEH



SATISFACTION WITH ISSUE RESOLUTION: MEMBER WHO FILED FORMAL COMFPLAINT,
OR INFORMALLY REPORTED TO EXWEED OR SUPERYVISOR

ADMINE:

13

-
|

=
o

[05-

1
-

MEM

Satisfied

I¥issatisfied

Total Cases

Missing Responses

WOMEN

Kanlsfied

[issatisfied

Total Cases

Missing Responses
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Fregquency
0
2
2

Frequency
1
&
7

Percent
000
1adunn

10000

Percent
14.29
83,71

10000



e. SEXUAL ASSAULT PREVENTION AND RESPONSE (SAPR)

This section addresses whether members of the organization are aware of sexual assaull reporting options
and what barriers they perceive to reporting sexual assault.

KNOWLEDGE OF SEXUAL ASSAULT REFORTING OFTIONS

The ftem read, A restricted report allows a Service member to report a sexual assault and get help, but
without notifying command or criminal investigators.™ Response options were “true” or “false,” with “trme"
being the cormrect answer,

ALL Respondents
Percent
aswered Correctly B2.E9
Answered Incorrectly . 7.0
Total Cases 152 [ C160. 66
FERCEFTION OOF BARRIERS TO REFORTING SEXUAL ASSAULT
ALL Respondents
Frequency Percent
B 5R.23
Total Cases 152 [,
ADMIMNY:  1333105-2 Defense Equal Opportunity Management [natitute 14
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Male Respundents

Fregaency Fercent

1 wr More Barricrs 44 43571
5o
Total Cases 1035 104,00

Female Respondents

Frequency Percent
| or More Barriers 41 87.23
Total Cases 47 10000
ADMIME:  1335105-2 Defense Equal Opportunity Management Institute 20
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Dol Comparison

Percent

1 or More Barriers 6220
Mo Barriers 37T

Total Cases 100,00

Whether your wnit is above or below the Dol average, you can always strive to do better. D to the nasture of
sexual ssault crimes, victims often do not feel comfortable reporting or talking about their expericnce.
Therefore, eliminating all barriers to reporting sexual assault 15 unlikely, With that £aid, a5 a commander there
are certain actions you can take to decrease perccived barriers to reporting sexual assavlt within your unit.
Research demonsirates sexual assault is related to the occwrrence of sexual harassment and sexism within units,
As a commander, vou must carefully communicate two messages. First, sexual assault is a crime and has no
place in vour unit, Second, when sexual assaull does occur, you encourage victims to pick one of the two
reparting options and seek assistance. Koep in mind that these messages must be balanced. Avoid statements
like “zero tolerance™ within your unit. ' While this sounds effective, it actually sends a message to victims that
vou do not want them o come forward (o repori: Mo member wants o be the one o tell their commander that
the number of known sexual assaults in the unit is no longer “zero.” It is your duty to communicate that sexism,
sexual harassment, and sexual assault have no place in the military a5 a whole, and stress the potential
consequences for those who violate the law. However, becasse most perpetratoss of sexual assault doa't believe
their behavior is criminal, messapges about punishment have not been shown to prevent or deter the crime, Other
approaches are likely (o be more effective:

s Lead by example,

«  Inatill trust in your unit’s Sexual Aszault Response Coordinater {SARC) and Victim Advocate (VA by
stressing 0 your members that you do not have sccess to identifying information abowut victims moking
restricted reporis.

s Ensure victims feel comfortable coming forward to report sexual assaulis by encouragimg them o do so o
the SARC,

+ Encourage your people to look out for each other, both on and off the battleficld, and step in when
sormeone books o be at risk for sexual assault or aboa to perpetrate a crime,

# Take all reports of sexuwal assault seriowsly and refer them immediately to military investigators {e.g., Army
CID, Maval Crimmal Investigative Service, Air Force Office of Special Investigations) and SARC.,

v Verify that your members are up-to-date on sexual assault prevention and response raining.

» Driscuss your unit’s DEDCS results with your imstallation’s Sexual Assault Response Coordinator and
request that he'she conduct additional training or speak 8t commancder's calls,

Defense Equal Opportunity Management Institute
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PERCENT OF RESFONDENTS WHO PERCEIVED EACH BEARRIER

TOREPORTING SEXUAL ASSAULT BY GENDER

Lack of privacy/confidentiality

hales

Females

Total

Stipma, shame, fear

hlales

Females

Tastal

Fear of being reduced in the eyes of the commander or colleagues

haales

Females

Toaal

Fear of disciplinary action due to victim's misconduct

hMales

Femaules

Taeal

Fenr of re-victimization

Males

Females

Total

ADMING:
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Frequency
B/1035
20147
3&r 152

Frequency
421103

27/4r

&0 152

Freqgaency
27105
2347
500152

Frequency
17/005
1747
34152

Frequency
18,105

2147

Jov [52

Fercent

1714

4255

25.00

40000

5745

45.39

Percent

2571

48.94

32.89

Fercent

I6,19

36,17

2237

Percent

[7.14

44.68

2565



Fear of operational impacts on irataing, security clearances, and overseas

Frequeney
deplovments
[ [ 1
Females : | . 18747
Tomal LT T b
Mot knowing how to report Frequency

hales F ‘ ‘ | 177105
Females l.— 20747
I ' !

Total 311152
Mot thinking anything would be done Frequency
Males " i 247103
Fermales b
Tidal | 44/ 152
Mot wanting to get fellow Service members (e.g.. perpetrator, bystanders) in Frequency

trouble for actions or collateral misconduct

Males M | 217105

Females 1D/47
1 L

Tatal 40/ 152

Concern Yictim Advocate [(VA) will not keep restricted report confidential Frequeney

Males “ “V 1 [2/003

Females _ [3/47
i |

Total dar 152
Mone of the above, sexual assanlts would be reported Fregquency
Males | 57105
Females | 6147
Total - - 63/ 152
ADMIMA: 1333105-2 Defense Equal Opportunity Management Institute
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Percent

15.24

38.30

fa
It
LEF]
=1

Fercent

16.0%

4255

24.34

42155

28.95

Fercent

200,

40.43

26.32

Percent

11.43

17.60

I6.45%

Fercent

5420

12.77

d1.45



d. SURGROUP FACTOR COMPARISONS

Subgroup factor comparizons will be presented with Equal Opportunity/Equal Employment Opportunity
[ ECVEEDQ) Factors, Organizational Effectiveness factors, and by Sexual Assault Prevention and Response
(SAPR) factors.

The DECCS report displays your organization's resulis in two ways. First, it considers average scones,
whera higher average scores abways imdicate more positive perceptions, Second, the depree different
proups agree in their perceplions is &lso &n imponant indicator, The disparity index (DI)is a
stagistically-derived number that reflects kow much two groups agree or disagree in their perceptions. [t
i5 an indication of the magnitude of differences between two groups (e.g., men and women, mojority and
rimority) that are being compared on a gsingle facet (e.g., Sexual Harassment and Discrimination,
Differentinl Command Behaviors) of the DEOCS. In other words, the DI indicates the size of the
differences berween two geowps, Therefore, a DI allows one (o determine whether there are gmd (o what
extent there gre differences in groups” perceptions regarding each facet of Equal Opportunity { EX)
Climate and Organizational Effectiveness (OF) as measured by the DEOCS, In statistical terms, the DI is
also known as an effect size. There are numercus effect size formulas, all of which have specialized
applications, The effect size used to calculate the DEOCS [M i3 known as Cohen's o, Cohen's of 15 used
io indicate the magnitude of the differences between the averages {means) of two groups in relation to
the same measure, To calewtate Coben's d, the comparison of aversges of two groups is placed within
the context of the variability associated with the measure in question for both groups. The following
formula is weed to calculate Coben's of

(Mmeany = means |

d =
.I_rcif:.ﬂl — 1) +sdi(n; — 1)
y s Wl P

meany =The maan of group 1 {e.g. Men}
meang = The mean of group 2{e.g. Wemen)

.ni]: =The squared standard deviation [i.e.. variability associated with ameasure) for group 1 (&g, Men)

:d;: = The squared standard deviation (Le., varkability assoclated with a measure) for group 2 [ g.

Women)
ftq =The size of group 1 (e.g. Men)

Ma =Thasize of group 2 [e.g. Women|

Typically, an effect size 15 saud 10 be large when it exceeds 0.8, medivm when it equals 005 and small
when it is 0.2 or less.

ADMING: 1333105-2 Defense Equal Opportunity Management Institute 24
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SEXUAL HARASSMENT / DISCRIMINATION

Yellow = Slight Greanization Concern

&= You are here. This denotes the lowest average of the two identified groups and the associated DL

MSFARITY INDEX

Average | 0.00-030 | 0.31-0.51 | 0.52-0.72

0.73-099 | 100122 | =22
Average

4.00 =500 Minority 434
1i0-300 Majority 4.45
3on-3.49 [ H H 017
2.50-2.499
2.00-2.4%

=2.00

INSPARITY INDEX

Averspe | 0.00-0.30 | 0.31-0.51 | 0.5240.72 | 0.73-0.99 | 1.00-0122 =1.22 Average
4.00 -5.00 Waomen 4.11
3.50-3.99 Men 4.53
3.00-349 I: 6l
2.50-200
2.00-2.49

< 2.00

|L.I| Cveradl highes scores and group agree, Repon good fimdings and reindooce behaviors withkin the command.

| [ Civerall higher scores and group disggree.

13 Civerall lower secores and proap apres.

s Civerall lower soores and groap disagnee.

Examine potential couses For dispariny; fusther lsoloe causes - focusing
amn the priwsp wigh the lower mean - msing Breus groupsmleryeews,
recoods, reports, chservations, et

Lok For trends and examine comments, higher kevel policy, or
leadership style; farther isolabe couses using Ffocus groupaiaeryicas,
reconds, reports, shservations, ete,

Examine commems; further tsolats ciauses - ocusing om the group with
the boswwer meean - usimg, focus proupsfinleryiows, noconds, reports,
abservazions, eic.
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Therefore, for example, if men and women differ considerably in regard to their perceptions of Sexual
harassment and Discrimination as measured by the DEQCS, the DM between these two groups would be
equal to or exceed B0, Conversely, if men end women do not differ considerably in regard to their
perceptioms of Sexual Harassment and Discrimination as measused by the DEQCS, the D would be equal
to or less than .20, Together, the average and DI provide substantially more information than either
score alone. Each of these combined data points is plotted, using the lowest average between the two
groups being compared (vertical axis), along with the DI between those two groups (horizongal axis).
GREEN indicates higher averages and levels of agreements, The YELLOW, DRANGE, and RED
colored areas reflect progressively greater organizational concerns, imdicated by lower averages, higher
[3ls, or haothe

The data point can appear in one of four numbered guadrants:

Ouadrand 113 the mosd positive, as il reflects higher average scores and lower Disparity Index (e, 2
higher level of apreement) between the two groups.

Ouadrand 2 reflects higher average scores, but also a higher Disparity Index {i.e., a lower level of
agreement) between the two groups.

Quadrant 3 reflecis lower average scores, with a lower Disparaty Index {i.e., a high level of agreement)
betwesn the two groups.

Duadrant 4 reflects lower average scores and a higher Digparity Index {i.e., a lower level of agreement)
betwesn the twao groups,

ADMIME: 1333105-2 Defense Equal Opportunity Management Institute
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SEXUAL HARASSMENT / DISCRIMINATION

rfrhohin b 5 5 & St 4 ':"'1" s Eo L o

S e e i mE rdeaemmamd o S e T

Vel =Sl Orpemr cere—— |

«:  You are here. This denotes the lowest average of the two identified groops and the asseciated [M.

IMSPARITY INDEX I
Average | 0.00=030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99% | 1.00-1.22 =] 22
Average
4.00 -5.00 Officer  4.48
1.50-1.99 Enlisted 4.66
F.00 -3 49 [ E 0.33
250 =259
2.0 -2 4%
=< 2.00
IMSPFARITY INDEX I
Average 0.00-030 | 031051 | L52-0072 | 0.73-0099 | 1.00-1.33 =] 22
EHAES Average
4.00 -5.00 Junior Enlisted  4.53
1.50-1.00 Senior Enlisted 4.88
1.00 3,49 i .79
2.50 -2.99
2.00-2.49
= 200
I'l.'.'ll Urhverall higher soores and group agres. Report good findangs snd reinlionee behasdors within the commarnd,
| e Overall higher scores and groun disagres, Examine potentinl couses For disparity; fisrther isolate couses - fncusing
o lhe group wiih the kower mssan - wsing focus prospeinieriews,
records, nrports, ohssrvaltions, GG
| L] Overall kvaer seoses s proup agres. Lok for mersds and examing comaments, kigher kevel palicy, or
beadershap stybe: further isokse causes using focus groupafmieryias,
records, nzpoets, chservalions, elc.
- Overall lower peomes and group disagres. Examine commenis; further isolaie casses - focnsing o the group with
thee lowwer meem - using foces prospeinberviews, reconds, reports,
obacremions, e,
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SEXUAL HARASSMENT / DISCRIMINATION

| Yellaw = Slight Organization Concern

£ You are here. This denotes the lowest average of the fwo ldentified groups and the associated M.

IMSPARITY INDEX I
Aversge | 0.00-0.30 | 031-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 | =122 -
4.00 -5.00 Junior Oficer 420
3.50 399 Senbor Officer 462
3.00 -3.49 DI: 060
2.50-2.99
2.00-2.49
<200
DISPFARITY INDEX I
Average | 0.00-0,30 | 0.3[-0.51 | 0.52-0.7F | 0.73-0.99 | 1.O0-1.22 =122 i
4.00 -5.00 Military  4.51
3.50-199 Civilisn  4.27
3.00 -1.49 o 037
2.50-2.99 f;ﬁ:‘-
2.00 -2.49
< 2.00
fiai Civeradl higher scores and graup agree. Repont good Findings and reinfisroe behaviars within the command.

132 Dveradl hagher peores and group disgres,

93 Civerall lower dcon amd groap ngres.

M Overall loaver scores and growp disagree.

Examing poiensinl eauses for o isparity; further isolae campes - fooasing
o the group with the lower een - wsing fooo groupaistery iewas,
recards, neports, ehservations, eke.

Look for mends and examine commens, higher level policy, or
kaaceship sty le: larthet isalale causes ussng focus prospadintesvicws,
records, reports, pheorvations, elc.

FExamine comments; further isolate causes - focusing an the group with
the lower mean - wsing Focus groupalfinierviews, reonds, repons,
pservalioes, el

ADMINS: 13330052
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TMFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

e T R L T e T T e

Yellow = Slight Orpanization Concern

o You are here. This denotes the lowest average of the two identified groups and the associated DH.

MSPARITY INDEX

3

b

(rverall bower scores and groap agree.

COrverall bower scores and group disagree.

Average 0.00-0.30 | 031051 | 0.52-0.72 | 0.73-0.99 | L0122 »].22 Aisiost
4.00 -5.00 Minority 438
3,50 -3,99 Majority 4.31
3.00-3.49 - DI: 068
250-2.99
200 -2.49
<2
MHSPARITY INDEX
Average 0.00-0.30 | 0.31-0051 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =].22 Avstags
4.00 -5.00 Waomen 4.41
3,50 -1,99 Men 4,749
.00 -3.49 In: 0.56
2.50 -2.99
2060 -2.49
<200
LR ]| Crverad] kigher seares end group agres, Repart gond findings ard reinforce behavears within the command.
gz {¥verall higher scares and group disagree. Examine potential causes Far disparity; further isolale couscs - Focusing

on the growp wigh the lower mean = using Facus grovpsnbervicws,
resurds, reports, ohservatians, eic,

Look for trends and examine comments, higher lewel policy, or
leadershap style; farther isolate causes using locus groups/niervicws,
regoads, reports, ohservmions, e,

Examine comments; further ispdse cusess - focuxing om the group with
the lnwer mean - using focus groepsdfinierviews, records, reports,
nbscrvatinns, cie,

ADMIMN:

13331052
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DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINRITIES

| Yellow = Slight Organization Concern

“e  Yowu sre here. This denotes the lowest average of the two identified groups and the associated D1

DISPARITY INDEX

Average | 0.00-030 | 031-051 | 0.52-0.72 | 0.73-099 | L0122 | =122 i
4.00 -5.00 Officer 485
3.50 -3.99 Enlisted  4.78
3.00 -3.49 - D 015
2.50-299 |88 :

200 -2.49
2.0
DISPARITY INDEX I

Aversge | 0.00-030 | 0.3(-0.50 | 052072 | 0.73-099 | 1.00:1.22 | =122 e
4.0 -3.00) Junivr Enlisted 4.70
3.50 -3.99 Sentor Enlisted  4.92
3.00 -3.49 DI: 043
2.50 -2.99
2.00 -2.49

<200
fal Cwerall higher soones and proup agree. Report goud fimdings and reinfirce behaviors within te consnand.

ha2 Civerall higher secores and group dissgres,

records, reports, observadions, etc.

| LRE] Clverall lower seores gnd groaip ageee, Look for rends snd examine coammems, higher level policy, or
beachershap sty le; Tusther isolale causes usang N proapsintervicws,

records, repors, observadions, eto.

Exansing poaentizsl epuses for disparity; furiber iselsie casees - focusing
on the grosp with the lower mean - using focs groupalimeryiews,

H Overald| lower scorss and grosip fisapres. Examine comaments; flanther isolace ¢causes - focusing on the growp with
the baveir mean - uwsing Focus groupafmierviews, rooords, nepans,
chsermtion, elc.
ADMINA:  1333003-2 Defense Equal Opportunity Managemeni [ngtitute 30



MMFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

Voo = i Ot G|

o You are here. This denotes the lowest average of the two identified groups and the assoctated N

IMSPARITY INDEX

Average | 0.00-0.30 | 0.30-0.51 | 0.52-0.72 | 0.73-0.99 | L.OO-122 »1.22

Average
+.00-3.00 Juntor Officer 463
3.50-1.99 Senior Oificer .90
300 -3.49 Mz 062
2.50-2.99
200 -2.49
< 2.0
DISPARITY INDEX
Average 0.00-0.30 | D31-0.50 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122
Average
TSy - Military ~ 4.84
31.50-199 Clvllian 4.50
3.00 -3.49 IH B 0.57
2.50 -1.99
2.0 -2.49
<200
1l Unverall kipher scores and group agree. Repont pood fimdimgs and reinforce behaviors withan the commandl
[tz Crverall bighser scorcs and group dlzagres. Examing poaential causes For disparity; furtber isalale causes - focising
o the growp with the lower mean - using focus groupaiateryiews,
records, reports, observations, etc.
a3 Uwerall kower scores amd proup agree, Look Eor trends snd examine commenis, higher level policy, or
leadirship sty le: lamther isolabe eouses using locus Eroupsintervicws,
records, reports, phservations, etc.
AR Chverall kower scores and proup disagres. Examing comnweras; further dokise causa - focusing on the rowp wih
1he lower mean - using focus groups/mieriews, records, reporis,
observations, ete,

ADMIME:  1333105-2 Defense Equal Opportunity Management Institute il




POSITIVE EQ BEHAVIOR

Yellow = Slight Organization Concern

2 Youare here. This desotes the lowest average of the two idenfified groaps and the assoclated D1,

DISPARITY INDEX I
Average | 0.00-030 | 031050 | 0.52-072 | 073099 | 100122 | =22 P e
4.00 -5.00 Minority  3.63
3.50 -3.99 Majority  4.38

3.00 -3.49 - mM: 077
2,50 .20 |§

208 -2,49

== X )

MSPARITY INDEX I
Average | 0.00-030 | 0.31-0051 | 52-0.72 | 0.73-0.94% | 1.00-1.22 =122
Average
4.00 -3.00 Women 397
3.50-3.99 Men d.26
3,00 -3.49 m pi: 029
e % !
2.00 -2.49
= 2.00
3 Crverall hagher seoses and ghoup ogeee. Bleparrt goual Findangs amd relindones Behaviors withdn the comamand,
| L) Crverall higher scores and group disagres. [xamime potential causes far disparity; further isolale causes - foomsing
an the group with the lower mean - ssing Focus groupsimierviews,
recnds, nepons, ohaerviaians, e,
| (o) Cnverall lowser soones and prowp agres. l.pok for tremds. and examine comments, higher level pedicy, or
lendership style; Further isolate couses wsing focus groups/inberviews,
resurds, nepurs, elaervatians, s
i (verall loweer scares amd group dizagree. Cxamime comments; further isolate camses - focusing on the prowp with
the lower mean - using focus grivspasinterviews, recards, reparis,
obaeremtions, e,
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FOSITIVE EQ BEHAVIOR

Nt = Orpminion Coverr | [ O SR

o YVou are here, This denotes the lowest average of the two identified groops and the associated D

MSFARITY INDEX I
Average | 0.00-0.30 | 031051 | 0.52-0.72 | 0.73-0.99 | 1.0D-122 »1.22
Avernge
4.00-5.00 Oificer 4,39
1.50-31.99 Enlisted 4.31
1.00-3.49 \ DI 000
2.50-2.99
2.00-2.49
< 2.0
MSFARITY INDEX [
Average | 0.00-0.30 | 0310051 | 0.52-0.72 | 0.73-0.99 | 1.00-122 =).22
Average
4.00 -53.00 Junior Enlisted  4.20
3,50 3,99 Senior Enlisted 4,71
3.00-3.49 DI 072
250 -2.99
2060 -2.49
=2 .0
tl Urnveradl higher scores and group agree. Repart gond lindings and reinforce behaviors withim the commamd.
2 Oiverall higher scores and group dizagres. Exarnlme poieralal caises for dispariny; femher lsokie causes - focusing
o e gronip adth e Jower e - wisig focis proapeienlows,
recards, reports, ohservations, elc.
 (NE] Chverall kwer scomcs sl group agmee. Look for tremds amd exansing consmenss, bigher level poley, or
beadersbip sty further isolate ciuses wming focus proupainerviews,
recarnds, reports, obsrations, el
fod Civerall lower scomes snd proup disagnee. Exaenisme comments; flanther isalnie chuses - focusing on the growep with
thi lowet misan - using focus proupa/imervicws, reoonds, nepons,
phservations, etc.

[F¥]
Id
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FOSITIVE EO BEHAVIOR

Yellow = Slight Organization Concern

e You are here. This denotes the lowest average of the two identified groups and the assoclated DI

DISPARITY INDEX

Average | 0.00-030 | 0.31-0.51 | 052072 | 0.73-099 | LO0-122 | =122

Average
4.00 -5.00 Jumior Officer 417
3.50-3.99 § Semior (MTicer 4.4
3.00 -3.49 DI D28
2.50-2.99
2.00 -2.49
< 2,00

DISPARITY INDEX

Average | 0.00-0.30 | 031051 | 0.52-0.72 | 0.73-099 | 100122 | =122

Average

p BRI i

4.00 -5.00 " H&ﬁih Military  4.39
3.50-3.99 Civilisn 394
100 -3,49 m DI: 048
2,50 -2.99 [E "..Z-a--"‘a%-"- f,'-i“ti‘;ﬁ

2000 -2.4%

= LK)

gl Ukeerall higher scores and groaip apree.
oz {rverall higher scores and proup disapgroe.
4 1 Crverall kwer scores and group agree.
(8] Civeradl kwer scoees and group disaymree.

Repor good fisdings and reinforee behaviars wighin the command.

Examine poiential causes fior disparily; furtber obabe canses - lociasing
an the prowp with the lower mean = using oo proupsistery icws,
records, repors, ohservations, etc.

Lawk For trends amd examine commens higher level policy, or
lzadership sty le; further imolale causes using focus prowpadinterviows,
records, reporis, observations, sbe.

Examing comments; fiasher l2olane causes - focusing on the growp with

the lower mean = wing [oous groupsimieryiews, nocords, neporis,
ohservations, ec.

ADMINS:  1333105-2
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RACIST BEHAVIORS

i e | —

o You are here, This denotes the lowest average of the two identified growps and the associated 1.

IMSPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 »1.22

Average
4.10H0-5.00 Minority  4.42
1,50 -3.9% Majority 4.56
3.00 =3.49 M: 020
250109
200 -1, 49

< 200
MSPARITY INDEX
Average | 0L00-0.30 | 0.30-0051 § 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
) 3 Average
.00 -5.00 Women  4.50
1.50 -3.9% Men 4.52
.00 -3, 49 Iz (.04
280 -21,99
-0 =149
< 3.0
II:;III Cwerall higher scores and groap agree. Repon good flindings and reinfires behaviors withan the comanand
1oz heerall higher scores and prosp disagres, Examing poientisl causes for dispariiy; further isoloie camises - focusing
oii thit growp with the lower scan - using [eous groupainlen e,
records, reports, observations, ete.
o3 Overall lower scores and group agres. Look For trends s examine commeniz, higher level policy, or
lemdirahip sty le; fusthir leolabe causes ussng Msam groupsimerviows,
reconds, roporls, obsorvations, cle.
| (2] {verall lower senres and group dissgres, FExamine comments; further isnlabe causes - focusing on the grossp with
thie bower mean - ising Focus groupadinterviews, records. repors,
observalions, €16,
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RACIST BEHAVIORS

St i e crers |

2 You are here. This denotes the lowest average of the two identificd groups sod the associated DL

DSPFARITY INDEX I
Average | 0.00-0.30 | 0.31-0.51 | 0.5240.72 | 0.73-09% | 1.00-1.22 >1.2x22
: Average
4.00 -3.00 Officer  4.53
3.50-399 Enlisted 4,52
3.00 -3.49 IM: .01
2.50-2.99
2.00-249
< 2.00
DISPARITY INDEX I
Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =1.22
Average
4.00 -3.00 Junior Enlisted 427
330399 Sentor Enlisted 4.94
3.0 340 Dl 1.12
2,50 299 | ANEEE
LA A R kR
200 .2 40
< 200
fn Uvernll higher scares snd grosip agree, Report pood Fndings and relivfonee Behaviors withan the command,
| (W Therall higher scores and growp disagres. [xamime potentinl couses For disparity; further isplsie couses - fommsing
o the group wiih the lower mean - wsing focas groupa/imieryicws,
risnards, reports, chacrvalsns, e,
111 Uiverzll lower scores and group agree. [.cok for rends and examine comments, higher level podicy, or
beadership sy be: Furither lsolane causes using fecus proupe/imerviews,
records, nzports, chservalions, efc
i {verall kwer scores and group disagree, Examine commers; furiher isodate causes - focusing on the griwep wizh
the Dot s - usieng Focus proupaianicryiews, moomds, repons,
observalioed, cle.

ADMINE:  1333105-2 Defense Equal Opportunity Management [nstitwie b



RACIST BEHAVIORS

Yellow = Slight ﬂl:!lnhlti:ﬂ Concern

= You are bere. This denotes the lowest average of the two identified groups and the associated DML

MSPARITY INDEX
Average | 0000-030 | 0.301-0051 | 0.52-0.72 | 0.73-099 | L.0d-1.22 =22
Average
4.00 -5.00 * Junior Officer  4.24
1.50-1.99 Senior (MTicer 4.68
1,00 -1.49 m e 091
2.50-2.99
2.00-2.49
< 2.0
MSPARITY INDEX
Average 0.00-030 | 0.31-0.51 | 0.52-40.72 | 0.73-0.99 | 1.00-1.22 =22
Averape
4.00 -5.00 Military ~ 4.53
350-1.90 Civilian  4.50
300-3.49 (H 0.04
2.50-2.04
2.00-2.49
= 2.00
1 Uwverall higher scores and proup agree, REeport gond findings snd reinforee hefaviors withis the commnuand,
2 Uhverall higher scores amd group disignes. Examime polentiol cawses for disparity; further isplate causes - focusing
o the group with the kower meam - using focus growpsinoenicws,
recands, repores, cheervations, e,
|3 Uhverall lower seores and growp agres. Look fur trends and examine comments, higher level palicy, or
leadership style; Further isndaée canses wing focus groupsfiniervisns,
recaonds, reposts, ohservations, ee,
| a2 (Iverall lonwer soones and growp disagree. Examine comments; further isolae causes - foousing oo the: group with
thez lnewer mezan - nsing focias grosips/ingcrvicws, recoads, Feports,
observations, ehe,

ADMIMS: 1333105-2
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AGE DISCRIMINATION

=

unf N ..'-'-.i.i..-a""l ]

| Vellow « Slight Drganization Concern

s You zre here, This denotes the lowest average of the two identified groups and the associated D,

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.5240.72 | 0.73-0.9% | 1.00-1.22 =22

Average
4,00 -5.00 Minority 39z
3,500 3,00 Majority 4.349

3.00-3.49 m DI: 044

2:50-2.00 | EEEEE

IMSPARITY INDEX I
Averape 0.00-0.30 | 03140050 | 0.52-0.72 | 0.73-0.99 | 1.0D-122 =1.22 .
Averape
X TR A
4.00 -5.00 s Women  4.07
3.50-3.99 A Men 431
3.00-3.49 Dl: 023
2.50-2.99 | ISAEE
! A 0 e g
2.00-2.49
< 206}
fo (rverall higher scores and group agree. Report good Tindiegs and reinforee hehavicrs within the command.
| [ Creerall higher scores and group disngres, Examine polential causes fir disparity: further olae ciases - foesing
o the geoup with the lower meam - using fiwcws proupsiservicad,
fecands, Fepodna, ohservations, et
W] Uverall lower peores amd growp agree, [.cok for trends and examine commems, higher kevel policy, of
leadership syle; faher isolote causes using focus grmpsinborviows.
recands, repostd, shesrvatl o, Bie
| {BE] Dhverall lower seones aad prowp disapree. Exzmine comments; further izsolabe cawsees - focusmg on tha prowp wlih
thee: lovwie maean - wsing Eocus groupsmieryiews, records, reparts,
olacrvations, el
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AGE DISCRIMINATION

Yollon = Sight Orprision Concre | | ]

= You are here. This denotes the lowest averapge of the two idenfified groups and the associated M.

DISFARITY INDEX I

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =22

Average
DiTicer 4.55
Enlisied 473
IM: 026

DISPARITY INDEX

Average
Junior Enlisted 467
Senlor Enlisted 4831

Average | 0.00-030 | 03140051 | 05240072 | 0.73-0099 | 1.00-01.22 =].22

DI 027
EI Chverall kigher scomes and group agree, Repom gend fmdings and reinforce hehnviors within the command.
! Unveradl higher scones and group dissgnee. Examine podential causes for disparity; further isolaie causes - [ocusing

an the growgp with the lower mean = using foous groupsimeryicws,
reconds, repors, observitions, eic,

| K Uverall bower sconss and group agres. Lauwk Bor trends and examine comments, higher level policy, or
leadership sty le; fimther isalale couses using focus groaps/interviews,
reconds, reporis, observaions, ec.

L Unverall bower scores and prowp disagroe. Examine comments; forther isolate causes - focusing on the grovp with
the boweer mean - wsing Focus groupsimierviews, reconds, reporis,
ohservations, ele,

ADMIMS:  1333105-2 Defense Equal Opportunity Management Institute 3%




AGE DISCRIMINATION

[ Veltow = Stight Organiation Concern | [ G

s You are here, This denotes the lowest average of the two identified groups and the esseciated 121,

MSPARITY INDEX l
Average Averape
4.00 -5,00 Junior Officer 431
3.50-3.99 Senbor Offlcer 467
3.00 -1.49 D 043
2.50 -2.99
2.00-2.49
< 2 (b
DISPARITY INDEX I
Average A
4.00 -5.00 Militery  4.59
350 -3.99 Clvilian 187
3.00 -1.49 DE: 073
250-209
2.00-2.49
=2.00
]| Uiveradl higher scores amd group agree. Repar good Andings and neinfonce behayiors wdlbin the conmmarsd,
L§ 1 Uiverall bigher seones and proup diaagres., Examing prassiial causses For désparity; further isalote couses - foousing
ail thie group with thee lower miean - using focus prougainteryisws,
records, reparts, observalions, s
03 Crverall bower scorss and group agnee. Look for trends amd examane comaents, higher leved policy, or
leadership style; further sobate cumses using loous groupsimeryiews,
records, repans, ahservations, eic,
4 2 Orvemall boweer scores and group disagnes. Examing comments; further isolsie couse - focusing on the grossp with
the kawer mean - using oo prowps'interyienes, records, roports,
nhservbinns, eic.

ADMING 13330052 Defense Equal Opportunity Management Inssitute 40



RELIGIOUS DISCRIMINATION

Vellow = Slight Organization Concern | - [ NS ]

= You are here. This denotes the lowest average of the two identified groups and the associated DM,

DISPARITY INDEX

Aversge | 0.00-0.30 | 0.31-0.5] | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =112

Average
Minority 443
Mujority 4.70
i 037

Average 0000030 | 0.31-0.51 | 0.52-0.72 | 073099 | 1.00-1.22 >1.22

: g Average
Women 4.52
Men 465

: 030

1 Crverall higher scoses amd proup agree, Repom good findings snd reinforce behaviors within the command,

2 {iwvernll higher scores and group disngree. Exzmine potential causes for disparity; fimther isolale causes - focusing
an e group with the kawer mean - asing focus groupoimterveews,
reconds, feponis, observations, eie,

| LBE Crwernl] loveer scores and growsp ngres. Lok for tremds and cxamine comments, higher bkevel policy, or
lemdesship style; further isclaie casses using focus groupadimierviews,
records, roporis. obsorvalions, Gl

|4 Urverall boveer scores and prowp disagres. Examine comments; further isoloie causes - focusing oa the group with
thit bower B - using focses groups/inierviews, reconds, pepons,
ohservalions, s,

ADMING:  1333105-2 Defense Equal Opportunity Management Institute 41




RELIGIOUS INSCRIMINATION

Yellow = Eli!Il l}r!-luthl Concern

2 You are here, This denotes the lowest average of the two identified groups and the associated DI.

MSPARITY INDEX I
Average 0.00-0.30 | 0.31-0.51 | 0.5240.72 | 0.73-0.99 | 10d-122 =122
. . Average
4.00 -5.00 § Oficer 478
150 -3.99 Enlisted 4.79
300 -3.49 I 0.03
250-2.99 |
2,00 -2.49
= 200
DISPARITY INDEX I
0.00-030 | 0.31-050 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122
Slshik Average
4.00 -5.00 Junior Enlisted ~ 4.70
3.50-3.99 Semior Enlisted 494
300 -3.49 [HE 0.82
2.50 -2.99
2000 -2.49
< 200
fon Chverall higher scomes amid proap agree. Report good lindanps amd reinfines behaviar within the commamd,
Hx Crvemll higher poores and growp disngres. Exgmime potentinl couses for disparity; further isolate casses - focusing
o the group with the lower mean - using focss groupsintervicws,
recands, repoas, ohssrvmllons, g,
| [HE] Civerall lonwer scores ond group agree. [.ook for trends and examine comments, higher level policy, or
leadership siyle; further isalotz couses using focus growpsinterviews,
risands, reposts, oheervatlons, e
| (M} Civernl] lower scores ond group disagree. Examime comments; further isolate causes - focusing on the group will
thee lovwer negan - using focus grougsinterviews, records, reports,
obaervations, e
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RELIGIOUS DISCRIMINATION

Yellow = Slight Orpanization Concern

o You are bere. This denotes the lowest average of the iwa identified groups and the associated DL

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 > 22 Average
4.0 -5.00 Junior (MTicer 4 .54
3.50-3.99 Senlor (fficer 4.B6
1.00 -3.49 nl: 0.4
250 -2.99
204 -2.49

=200

DSPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 052-0.72 | 0.73-0.99 | 1.00-1.22 =122

Average
Military 478

Civilian 4.44

I 0.54
ILII Civernll higher scores and group agree, Report good Findings and remnforoe behaviors widhin the command.
joz Civerall higher scores and group dissgnee. Examine potenlial euses fior dispasity: furtber tsobae cuses - focusing
on the group with the lower mean - usang [oous: groupeitlery iows,
records, reparts, observations, eto.
(03] Crverall lower soores and group agnee. Look For trends smd examine commees, higher level policy, or

leadership sty le; fisther {solale causes using loons proupsinterviows,
records, reporis, observations, ehe.

o {rverall lower scomes and group disigres. Examine comsmenss; further isolate couses - focusing on the growp with
tha bavert mean - wsing Focus groupaisieryiews, roconds, repons,
aheermbions, .
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DISABILITY ISCRIMINATION

Yellow = Sll!it ﬂr!lnhlinu Concern

s You are here, This denotes the lowest average of the two identilied growps gad the essociated DI

3 [verall lower scares and group agres.

H Crverall lower scores and group disagree.

DISPARITY INDEX I
Average | 0.00-030 | 0.31-0.51 | 0.5240.72 | 0.73-099 | 1L00-122 =122 Averags
beiiuneis Misority 437
3.50-3.99 Majority 4,72
3.00-3.49 i 047
2.50-2499
200-249
< 2.0
HESPARITY INDEX I
Awverage | 0.00-030 | 0314050 | 0520072 | 0.73-0.99 | 100-1.22 =22 Aviragh
e Women 438
3.50-399 Men 4.68
3.00-3.49 D 037
2.50 2,99
2400 =2 49
< 2.0
] Crwerall hagher seoses amd prowp agree. Report poad fndings awd reinfiooe bolaviors within the commssd,
)2 {verall higher scoees and group dissgres. Examine potential causes for disparity; fisther isalate couses - Focusing

o the group with the kower mean - wsing frcus groupsfinteryiews,
reconds, reponts, observalbons, e,

[.mak for trends and exsmine comments, higher lewel policy, ar
leadership siyle further isolare canses using focus proupslimierviews,
records, roports, ohsarvalions, .

Examime comments; further isplage casses - focusing on the group with
the lower mean - using focus growpalinterviews, recards, reparts,
observatbons, e

ADMING:

1333105-2
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R_Jr'

DISABILITY DISCRIMINATION

YVellow = EI!It ﬂr!ulnﬂun Concera

= You are here. This denotes the lowest average of the twa identified groups and the associated M.

DISPARITY INDEX

Avermge | 0.00-0.30 | 0.31-0.5] | 0.52-0.72 | 0.73-0.9% | 1.00-1.22 >1.22

Average

4.00 -5.00 Officer 4.74
3.50-1.59 Enlistesd 4.77
3.00-1.49 . e 003
2.50-1.99 §
2.00-249

= 2.0

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0,99 | 1.00-1.22 =1.22 Rivrugs
4.00 -3.00 Junior Enlisted 4.70
3.50-1.99 Senior Enlisted .89
3.00 -3.49 DI:  0.43
2.50-299
2.00-249

= 2.00

| LK

(hverall kigher soores amd group agree.

Crverall bigher sconss snd group disgres.

Onveraldl bower seores and growp agree,

Urneerall kower seores and growp disagres,

Ripost pood Aidings aid fenforce behavion willdn the comanand.

Exmmine poseniial causes for disparity; further isnlaie causes - focnsing
an the group with the lower mesn - using focus groupsieerviews,
reoords, reports. observations, el

Lok fior trends amd examine comments, higher level podicy, or
leadexship style; fusther isolate couses using focus groupsinferviews,
necords, pors. observitlons, e

Examine comments; farther isplate cavses = focusing on the groap with
the lovweer menn - using Focus growpafinteryicws, records, reporis,
observablons, eie,
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DISABILITY MSCRIMINATION

Yellow = Slight Organization Concern

< You wre here. This denotes the lowest average of the two identified groups and the esseciated [,

DISPARITY INDEX

Average

4,06 -5.00)

3.50-3.99

1.00 -3.49

2.50-2.99

(L00-0.30

0.31-0.51

0.32-0.72 | 0.73-0.%99

1.00-1.23 >1.22

DISPARITY INDEX

Averape

4.0 -5.000

3.50-3.':1'!!

0.00-0.30

0.31-0.51

0.52-0.72

SLNSRESR |

L'—H-I-—I--r PR S -

Average
Junior Officer  4.62
Senior OMicer  4.87
1] H 0.4l

Averaze
Military  4.78
Civillan 437
m: 0.55%

4] | Urverall highat Scercs and group afnes.

32 Oiverall higher scores and group dissgres

| k] Overall lower scores gnd group ngree,

(M2 Diverall lower scores aewl grosip disagree,

Repaort poad findings snd reinforee bebaviors wichia the eommand,

Examime potential cavses For disparity; larther isolabe camses - focusing
o The group with the kawer mezan - using focus growpsfinberviews,

recands, repons, observalkona, ete,

Lok for trends and exsmine comments, kigher kevel palicy, or
headiersip sty further Bokate cases using focus groupsfinberviews,

records, reporis, ohservalions, gic.

Examine comments; further isolole causes - focusing on the group with
thet: Bosmer miam - using focus grosipe/interviews, regonds, reports,

ubservalons, ets.

ADMIMS:

1333103%-2
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ORGANIZATIONAL COMMITMENT

Votom =St OrgmrstonCorers | ]

s You are here. This denotes the lowest average of the two identified groups snd the associated DL

DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =22
Average
4.00 -5.00 Minority  3.52
3.50-3.99 Majority  3.56
300 -3.49 I 0.3a
250-2.99 [N
2,00 -2.49
= 2.00
DISFARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 | =122 _
Average
4.00 -5,00 Wamen 345
350-3.99 Flen 3.87
3.00-3.49 o Di: .44
2.50-2.99
200 -2.49
< 2.00
IUI Oiverall higher scores and group agree, Repori grand findings and reinforcz behaviors wighin the command.
| [ Uiverall higher scores and group dissgree. Examine podential causes for disparity; further tsobste causes - locusing
an the growsp with the lower mean = using fooos proupsioleryicws,
records, reporis, observations, eie.
| k3 Oiverall lower scores end group agree. Lok For trends end examine comments, higher level pedicy, or
leadership sty le; fusther izalate causes using oo proupsfinterviews,
neconds, repora, observstions, e,
| (413 Overall lower seores snd group disagree, Exnmine commeents; further imolate causes - fycuxing on the groop with
the lower mean - wsimg focus grownsnierviews, records, reporis,
observations, cle,
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DRGANIZATIONAL COMMITMENT

Yellow =m_ht [.'lr!:-lurln CoBEErR

% You are here. This denotes the lowest average of the two identified groops and the associated DL

DISPARITY INDEX

Average | 0.00-030 | 031051 | ©.52-0.72 | 0.73-0.99 | 1.00-1.22 =122
Average
o=t Officer 395
3.50-3.99 Enlisted 3159
3.00 -3.49 [HH 038
2.50-2.99
200 -2.49
< 2.00
DISFARITY INDEX I
Average | 0.00-0.30 | 031-0.51 | 0520072 | 0.73-0.99 | L.OD-].22 »>1.22
Average
4.00-5.00 - e l Junior Enlisted 336
[ = ———
1.50-3.99 ! . Senior Enlisted iay
2.50.2.99 E i e “
2.00-2.49
= 2.00
IILI'I Civeradl lipher scorcd and group agree. Repart good Findings and reinfiorce bebaviors within the command.
| L] Cheernll higher scores and group dissgres, Examine poieralal cavssa for daspariny; fether isolale couses - oo ing
on the group with the lower mean - msing focus groupe’miery iews,
records, reports, chservalxns, eio.
a3 Crverall lonwer scores and growp ngree, Lok for mends and examine comments, higher level policy, of
heachershap sty be: farthir isolate causes using oo growps/inberviews,
repords, reports, ohservations, eto.
fd Cvernll lower scores and group disngree, Examine commens; further Banlane ¢auses - focusing on the group wicth
the bawer mesan - wsing Focus groupaldnlervisws, records, neparts,
ohservalivms, ele.
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ORGANIZATIONAL COMMITMENT

Votion = Sigh Orgninion Coners | O]

s You are here. This denotes the lowest average of the iwa identified groaps and the associated DL

DHSFARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 g

Average
4.00-5.00 Junior Officer 343
JEo-3o0o0 | ] . Senior Officer 4.049
' S Y
3.00-349 I IR k]
2.50-2.99
2.00-2.49
= 2.00
DISPFARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 »1.22
Average
4.00-3.00 ¥ Military ~ 3.58
3.50-3.99 | Civilian  3.60
3.00-3.49 m: 029
2.50-2.99 [0
2.00-2.49
< 2.0
]| (werall kigher scores and proap agree. Repost prod lindings and remnfores behavions vathan the consmand.
02 Urverall higher scarss sd proup disagree, Examine peacniisl casses for disparity; further isolale chuses - foomsing
an the growg with B lower mean - using focss. groupaialery wws,
records, reports, observations, etc.
3 Uverall bewer scomes and prowp agres. Lok For trends smd examine commenis, higher lewel policy, or
lesdership sty le: fusther leolabe eauses usang locis proupainbervieas,
records, reparts, observations, etc.
|4 Urverall krwer scomes amd prowp desagres., Exansing conrments; farther isolats cases - focusing on the group with
the kvt mgan - using Focus prospadinberyiews, reconds, repons,
ohservations, £,
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TRUST IN ORGANIZATION

Yellow = E@lt Dr!lli:lﬂnn Concern

% You are here, This denotes the lowest average of the two ideatified groups and rthe assactated DL

DISPFARITY INDEX |
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
- - Average
4,00 -3.00 Minority 3.7
150-399 Majority 3,73
3.00-3.49 [HE 0.43
250 -290
20 -2.40
< 200
MSPARITY INDEX I
Average 0.00-0.30 | 0.31-0051 | 0.52-0072 | 0.73-0099 ( LOD-122 >1.22
— R — Aversge
4.00 -5.00 Women 1,16
3.50-3.99 Men 3.a7
300349 [HB 0.29
2.50-294
2.00 -2.49
< 2.00
lexi Crverall higher scorcs and group agres. Repom pood findings and reanfores behaviors wishia the command,
| LS Crvemall higher soares and group disagree. Examine poterdial causes for disparity; farther isolate caumes - focusing
om the group with the lower meam - using focus groupsingenviews,
reconds, repans, observations, gie.
13 Crverall bower seores and groap agree. [Lonk for trends. and examine commenis, higher level palicy, or
lendership style; furthey isclaie causes wwing focus groupainierviews,
resands, nepoms, ahservations, ge,
| [AE] Urerall bower scores and proap disigree. Examine comments; further isolale causes - locasimg on e group wilth
e lowver mean - using focms groups/inberviews, reconds, reports,
observaiions, ate.
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TRUST IN ORGANIZATION

o g E e b e

= LPRESE A W AR ST ERSRR B e RTRASE R

Yellow = Slight Organization Concern [ el Wigh Organieation Concern ]

<= Yoo are here. This denctes the lawest average of the twao dentified groups and the associated DM

DISPARITY INDEX

Average | 0.00-030 | 03040051 § 05240072 | 0.73-0.99 | LO00-1.22 >].11

Average
4.00 -3.00 ¢ Officer 388
3150-31.99 Enlisted 34n
3.00-3.49 m: 045
2.50-2.5%
2.00-2.49
=< 2.0
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.5240.72 | 073099 | 1.00-1.22 =1.22
Average
4.00 -5.00 Junior Enlisted  3.23
3150-399 Senmior Enlisted 383
1.00-3.49 Di: 0.63
2.50-2.99
2.00-2.49
< 2 (i)
II::H (rwerall higher scores and group agree. Repart good lindimgs and reinforce behavsors witlian the commarnd.
oz {verall higher scones and proup disagres. Examime potensial causes for disparity; fusther isolnie chuses - focusing
o the group with the lowsr mean - @sing focus groupainierisws,
reconds, reports, ohservations. oo,
03 Owerall lower scores and group agnee, Lok for merds and examine comeents, higher level policy, or
leadirship saybes further solane causes using focus groupa’nieryiews,
records, reports, ohservalions, dc.
(4] {hverall lower scores and group disgnes, Exarime commmenis; further iscdste cases - focusing on the group with
thes bt Fvisa - using focus prosps'inpendews, reconds, Fepons,
observalions, ekc.
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TRUST IN ORGANIZATION

Yellow ﬂEE!Iﬂ Dr!lnhnhl Coneern

< You are here. This denotes the lowest averspe of the two idenfified growps sad the associated M.

MSFARITY INDEX

0,00-0,30

Average

4.00 5.0

350199

.06 -3.49

250209 |
200 -2.49

= 2.00

MEPARITY INDEX

Average | 0L00-030 | 031451

4.00 -5.00
31.50-3.99

3000 -3.49 &

Bk

S =209

'

49

'
-

C(p =

= .00

0.52-0.72

0.73-0.99

1.00-1.22

=22

Average
Junior (fcer 320
Benior (Mficer 4.08
o 094

Average
Mlilitary 3.79
Civilian 333
Dl 043

[ Civerall higher scores and growp agres.

1z Uiverall higher scorcs and growp disagree,

13 Uhverall kwer scores and proup agree.

e (verall lower scores and group disagree.

Pepom pood findings and reinforcs behavioss withia the comsmid.

[xamine potemtial causes for digparty; further isolabe couses - focusing
om the group with the lower mean - using focus growpafintenvizws,

records, repons, observations, cie.

Lok for trends and examing commaents, kigher kevel palicy, or
beadership siybe; further isolae caases using focus groupsalimierviens,

records, reports, ohsorvalions, glc.

Examime comments; further isolse causes - focusing om the group with
the lower meam - using fosie grospsinerviews, reeonda, repons,

pbservalmms, ebs.

ADMING:  1333105-2
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WORK GROUP EFFECTIVENESS

o e e e w e g e onn e 4
B i -~ e ket st il AT R —— i

[

Yellow = Slight Organization Concern

o You are here. This denotes the lowest average of the two identified groups and the associated DL
DISPARITY INDEX
Average
Minaority d.40
Majorlty 4,35
nl: 0.15
DISFARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.730.99 | 1.00-1.22 =1.22
Average
4.6 5.0 Women 4.31
150-1.99 - : Men 4.19
| Tyee— SR | [ e
PO 1 —_————— ]
s, s i
2.00-2.4%9
= 2.00
lon Cwverall higher scores and group agnee. Repon good Mndings and reinforce behaviars within the command.
| (44 Overall higher seeres and group dissgnes, Examine polential couses For disparity; furthor isolale causss - [ocusing
an the grosp with the lower mean - wsing focus groups/interviows,
neconds, report, observsiions, edc,
O3 Chverall lower seores and group agree, l.ock for trends and examine comments, higher level policy, o
leadiershap ey bes further isolate casses using foous groups/miervizws,
records, reports, ohservalins, ec.
o4 Overall lower scores and group disignes, Exarirs commenis; further isolale causes - focusing om the group with

Ut bivmze rvism - using fogis grosps/ineerviews, reconds, repoes,
observations, ets.
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WORK GROUP EFFECTIVENESS

Yellow = Slight Dr?nhﬁll Concern

= You are here. This denotes the lowest average of the two ldeatified groups and the assoclated DI

4200 =500

3.50-3.99

3.00 -3.49

2.50 -2.99

2.0 -2 49

= 3} ()

DISPARITY INDEX I
Average | 0.00=030 [ 0.30-0051 | 0.52-0.72 | 0.73-09% | 1.00-1.22 =122 Kiiras
4.00 -5.00 Officer 444
3.50-3.99 Enlisted 422
3.00 -1.49 DI 035
250 -2.99
| 200249
=200
DISPARITY INDEX I
Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | 1.00-1.22 | =122 R

Junior Enlizsted 4.15
Senior Enlisted 4,33
il 0.3%

‘ul

2

3

{reernll higher seores and grosp agres.

{rverall higher scores and grwsp disagres.

Uverall lower scores amd group agnee.

Urverall hewer scomes and proup disagree.

Repon good ladengs and reindisnes behavior wathdn the sonemand.

Examine poiential causes far disparity; further isolate causes - foomsing
an the groaap wizh the lower mean - esing focus proups/inierviews,
regonds, repors, ehasrvathons, e

Lawek For trends end examime comments, higher level pelicy, or
lesdership style; finther isolote couses wsing focus proupsfinterviews,
recards, Meparts, observalons, e,

Examine comments; further izolate causes - facusing an the group with
the lonwer mean - using Focus groupa’isierviews, reconds, reponis,
observalions, eic.

ADMINAG, 13331052 Defense Equal Opportunity Management Institute 54



WORK GROUP EFFECTIVENESS

Yellow = Slight Organization Concern

& You are here. This denotes the lowest average of the two identified groeps and the associated DI

MSPARITY INDEX

Averape 0.00-0.30 | 031-0.51 | 0.52-0.72
400-5.00 | SRR |
3.50-3.99
3.00-3.49
250299
2.00-2.49

<200

0.73-0.99 | 1.00-1.22 =122

Average
Junior OiTicer 4.13
Senior (MTicer 4.50

I 0.43

DISFARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72

4.00-5.00

3.50-1.99

300 -3.49

2.50-2.99

200 -2.49

< 2.0

0.73-0.99 | 1.00-1.22 | =]22

Average
Military 4.39
Civilian 433

I 0.07

[ Urvesall higher seores snd group agree,

g2 Crveradl kigher scores end group disagree.

| LRE] (rverall bower scores amd groap agree.

4 Oversll lower scores and group disagres.

Report good findings and reinforee hehaviors withia the command.

Examine posential canses For disparity; further solate cuses - focising
om the group with the loswer meam = using focus proupsinberyicas,
recards, reparis, obscrvations, efe,

Look fior trends amd examine comments, higher level policy, or
lzadership sty le; further isolaie causes using focus proupsfinterviews,
reconds, reporis, observations, ete,

Examine comments; farther isalale cauoes - lacusmg om he prowp wilk
the lower mean - wsing foous groupsfnierviews, records, meporis,
ohservations, e,
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WORK GROUP COHESION

| Yellow = Slight Organization Concern

IR B LG STE ot B AR WY AR el BR

% You are here. This denotes the lowest average of the two identified groups and the sssocinted DI

(1] Crversll lower scores and group agree.

o2 Crwvernll higher scores and growp dsnpres.,

Examiine potential causss for disparity; further isaolale causes - focming
an the groap with the lower mean - using foous groupsinteryiows,

recards, reports, chservations, ete.

Look for trenda and examise commenis, higher level policy, or

leaderzhip sty le: larther isolale causes usag looms proapsfinlerviows,

recards, reports, oheervations, ete.

DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | 100122 | =122 p—
4.00 -5.00 Minority  4.16
1.50-3.99 Majority  4.00
3.00 -3.49 DI Dod
2.30-2,99
2.00 -2.49
<200
DISPARITY INDEX
Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 073090 | 100122 | =122 R
4.00 -5.00 Women 3.9
3.50-3.99 Men  4.15
.00 -3.49 Il 0.21
2,50 -2.99
2.00 -2.49
< 2.00
1 Chverall higher scores and proop apres. Report good findings and reinforce hehaviars within the comanand.

o Civeraldl bawer scores and group disagres. Examine comsmenas; funher isolaie causes - focusing on the group with
this lower mean - wdirg Focus groupaimcryicnd, roconds, nepos,
phservalions, €.
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WORK GROUP COHESION

v You are here. This denotes the lowest average of the two identified groups and the associated DI

DSPARITY INDEX

Average | 0.00-030 | 0.31-0.51 | 0.5240.72 | 0.73-0.99 | 1.00-1.22 =12z

Vol =g Orgrrnon G| [ ]

Average
4.00-5.00 ¢ fficer 4.33
3.50-3.99 Enlisted 159
3.00-3.49 o 077
250-2.00
2no-2.49
< 200
DSPARITY INDEX
Averapge | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122 ARiaas
4.00 -3.00 Junior Enlisted 333
150-3.99 | Senior Enlisted 4.04
J.00-3.49 I 0.7a
1.50-1.99
2.0y -2.49
= 2.0
01 Urverall Wlgher scornes snd group agree, Repont grod findings and reinforce behaviars within the command.
Q2 Crverall kigher scores and group disagree. Exanming potential causes lor disparity; father (solale causes - focusing
on the group with the lower mean - wing focus grospainierdews,
records, reports, cheervations, etc.
3 Ohverall bower scones amd prowp agres. Look For trends and examine commenis, higher keved policy, or
leadership style: furthet lesolabe enuses using focus groupanbervizws,
records, reports, chservations, et
4 Chverall kower scomes and group disagros. Exanmsing cosnmesmis: further solate castses - fooissing om the group with
the bower meean - using focus groupsinbervlcws, reconds, repoms,
nbscrvations, el
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WORK GROUP COHESION

Yellow = EE!II: I:Ir!lnlniiul Concern

% You are here. This denotes the lowest average af the two identified groups and the assoctated DL

MSPFARITY INDEX I

Avernge | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122

o0 -5.00 |

Average

4. Junior Officer 383
3.50-3.99 Senior Oficer 4.50
3.00-3.49 D 0.7
230-2.09
200 -2.40
= 200
DISPARITY INDEX I
Average | 0.00-0.30 | 031-051 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122
Average
4.00 -5.00 Military  4.18
J.50-3.99 Civilian 1.9
3.00-3.49 (HE 0.21
2.50-2.99
2.00 -2.49
= 2,00
]| Cverzll higher scores gnd growp sgres, Report good findings and reinforee behaviors within the command.
{2 Cverall igher soomes and group dissgnes. Examime potential causes liar disgarity; fisther isolale cases - fossing
cm the group with the lower mean - using Focus groupsistery iows,
recards, repars, nheervations, et
| (K Uhverall boweer scares and groap agree. Loak for trends and examine commens, higher lewel policy, of
beadership style; fisther isalote causes using fooms proupsfinterviews,
reconds, reparis. observaions, efe,
[ Civemall lonwer sooncs and growp disagres. Examime comments; lather isolale causes - focusing on the group widh
thve lower mesn - wsing Foous groupsimierviews, recands, reports,
drservmiions. eie,
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LEADERSHIF COHESION

Yellow -Ell!hiﬂr_pnlnﬂm Comcern

% You are here. This denotes the lowest aversge of the two identified groups and the associated DI

DISPARITY INDEX

2.50-2.99
2.0 -2 4%
< 100

Average | 0.00-030 | 031051 | 0.52-0.72 | 0.73-099 | 100-122 | =122 Bais
4.00-3.00 Minority  3.40
3.50-3.599 Majority 3.70
300-349 | DI: 027
2.50-2.99

2.00-2.49

= 2.00
DISFARITY INDEX

Aversge | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 100122 | =122 i
4.00-5.00 | Women 136
1.50-3.99 | Men  3.71
3.00-3.49 DI: 032

1 Crverall higher scores amd group ngree,

2 (rverall higher scores amd group disagree.

reconds, repanis, observations, ele,

3 Ornverad| koweer scores and growp agree. Look for trends amd examing comments, higher level polecy, or
leadership style; further isolate canses using focus prowpsfinterviews,
reconds, reporis, observations, eic,

4 Urvirad| bower soores and growsp dissgres. Exsmime comments; fisther islale causes - Facusing on the growp with

Report good findings and reinforee behaviors within the commmanidl

Examime pobential camses for dispanity: further mokate cuses - focising
om the group with the: koswer mean - using fooms proupsinberyicws,

the lower mean - wsing foows proups/imerviens, reconds, reports,
ahservatbons, ¢,
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LEADERSHIF COHESION

Yellow =-H!ht Dr!llhlﬂu&m

%  You are here. This denotes the lowest average of the two identified groups and the associated DI

DISPARITY INDEX I
Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | 100-122 | =122 po—_
SO Officer 3.9
1.50 -1.99 Enlisted  3.66
1.00 -3.40 DL 039
2.3 -2.90
2000 -2, 40
= 2.0
IMSPARITY INDEX I
Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | L0122 =122 R
bt s Jumior Enlisted  3.63
3.50-3.99 Senior Enlisted  3.71
3.00 -3.49 - DI: 009
2.50 199
2.00 1,49
< 2.0
il Creerall higher scones and prowp apree. Repunt good lindings and reinlionce bebanciors within the command.

Q2 Cherall higher scores and growp disagree.

a3 {rverall bawer scores and groaip ngree.

4 Civerall bower soores ond growp disngros.

Exsmine poienginl causes for disparity; flamher isolaie causes - focusing
o the grosip with the lewer mean - wslng focus groupaaniery iws,
records, reperts, ehacrvalions, et

Laok for frends and examine comments, higher lewel policy, or
beadership sty le: farthet lsolave couved using fomm proupsinbarviows,
recards, reports, phservations, ete.

Examing consmends; further isolabe casses - focusing on the growp with
i lorwer mmean - wsing Focus groupsimberviows, roconls, neparts,
pbsmervalims, e,
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LEADERSHIF COHESION

Yellow = Sli!hi l:lr!;l.ulnlhl Comcern

s Yoo are here. This denotes the lowest averape of the iwo identified groups and the assoclated DI

DISPFARITY INDEX

4.00-5.00
3.50-3.99 |
3.00-3.49
2.50-209
2.00-2.49

< 2.00

Average | 0.00-030 | 0L31-0.51 | 0.52-0.72

Averape
Juntor Oifflcer 1.63
Senior Dificer 4.14
In: 0.53

DISPARITY INDEX

4,00 -5.00
1.50-1.99
3.0 -3.49
2.50-2.99
2.0 -2, 49

< 2 (M)

Avermpe | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 »1.22

Avernge
Military jez
Cilvillanm .26
1: .64

bl Orverall higher scores and group agree.

oz iverall higher scares and group dissgree.

13 Civerall lower scores and group agree.

| (923 Cverall lnwer soores and group disagree.

Repart gomsd lindinpx and reinfonce bebaviors withia the comisandl

Examime polertial caises For daspariny; farher Bolate causes - fooising
om the groap with the kower moan - usieg Moo prosips'inlerviews,
recarnds, reports, chseryations, eic.

Lok For brencls and examine comsmens, higher level policy, or
leadership stybe; Further isolate canses wsing focus prospainbervicows,
reconds, reports, chsermtions, elc.

Examime comnments; further (ealaie causes - focusing on the grosm with
the lower meean - using (Do proups/imleryiews, reoands, reporis,
nbservaiions, ebo
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JOB SATISFACTION

I Yellow = Slight Organization Concern

% You are here. This denotes the lowest average of the two identified groups and the associated DL

MSPARITY INDEX I

Average | 0.00-0.30 | 0314051 | 0.52-0072 | 0.73-0.99 | Lid-122 »1.22 Aversgh

4.00-5.00 Minarity ~ 3.57
150 -3.99 Majority ~ 3.73
3.00 -3.49 DI 0.23
2,50 -2.99
2.00 -2.49
<200
DISPARITY INDEX
Averege

Women 346

Men 3.75
HB 0.3l
ol Creerall higher seores arsd prowp agree. Boport pood fadings and reinfonee Behasiors within the somanssd,
2 Civerall higher scores and growp disegres. Exsmine prgential couses for disparity; further isolote causes - focusing

i the group wish the lower mean - wsing focus groupaiatery iews,
records, reports, observalions, ete.

1 Cwerall bawer scores and group ngree, [.ook for trends snd examine cemmenis, higher level policy, or
leadiership sty le: fusther lolale couses using fodis groaipeinterviews,
e s, reports, ubservatiom, el

e Uverall lower scores amd group disagroe. Examime comments; farther isolate couses - facusing an the growap with
the lower mesn - using focus groupa’imierviews, recands, repors,
observaiions, e,

ADMIMNGE 1333105-2 Defense Equal Opportunity Management [nstitute 62



Oi, JOB SATISFACTION

Yellow -Sllght ﬂrg-llnﬂn Concern

s ¥You are here. This denotes the lowest average of the two identified groaps and the associated 1M,

DISFARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.%% | 1.00-1.22 =122

Average
4.00-5.00 | Officer .M
1.50-3.99 | Enlisted 173
2,000 -3.49 Dl .08
2.50-2.99
2.00-2.49
< 2.0
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 o .
Average
4.00 -5.00 Junior Enlisted  3.64
3.50-3.99 Seniar Enlisted 187
1.00 -3.49 o 0.26
2.50 -2.99
200 -Z.49
= 2.00
[ {rverall higher scores and grosp agree. Repan peod fNesdings ansd reinfiores behaviors within the convmand,
[ {rverall higher scores ansd prosp disagres. Exnmine podential causes for disparity; further isolale couses - focusing
an the growp wigh the lower mean - using facus groupsinterdicws,
reconds, Poporis, ehEeervalons. e
O Uwerall hower scores and group agres, [.eck For trends and examine comments, higher level policy, or
lendership style; further isnlate couses using focus groupsmierdews,
recoada, Feport, cheervallons, e,
(41 ] Crerall lower seorss and group disagnes., Examine comments; further isplato cawses - focusing om the group with
thee: lower meean - using focis grownsfinterviews, reconds, reports,
observations, eie,
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JOB SATISFACTION

| Yellaw = Slight Orpanization Concern

= You are here. This denctes the lowest average of the two ldentified groups and the associzted DI

DISPARITY INDEX I
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 |22
Average
4.00 -5.00 Junior Officer 339
320 -3.00 Sendor OiTicer 186
3.00-3.49 o Dl .51
2.50 -1 %%
200 -2.49
< Z2.0Hp
DISPFARITY INDEX I
Avernpe | 000-0.30 | 0.31-0.5] | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =122
Average
4,00 -5.00 Milh:r]r 3,78
3.50-399 Civilian 1.54
3.00-3.49 I 0.27
250 -2.99
2.00-2.49
= 200
II'..H Uneerall higher scores amd growp agree. Roeport good findings and reinfirce behavieors within the command.
i Crvernll higher seores amd proup dissgres, Examing poacntial couses for disparity; furter Bokwe causes - foising
oo the group with the lower mean - using oo proupsfinteryews,
recards, reports, observations, et
(W] Choerall lower seones and groaip agres. Lok fior trends and exaralme commenis, higher level pokicy, o
leadiership sty le; fimther isolale causes usmmg focus proapainloryicws,
records, reports, observations, ebo.
4 Crograll lower scomes and grosp désagres. Examime eomsments; flamher [aolane couses - focsiskng on the growp wish
the krwer mean - using focus groups’mleryicws, reoonds, reports,
observadions, elc.
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LEARER SUPPORT FOR SAPR

= L £ O LA . i

Yellow = Slight Drganization Concern

2 You are here. This denotes the lowest average of the two identfified groaps and the associated DML

DISPARITY INDEX I

Average | 0.00-0.30 | 0.31-0.51 | 0.520.72 | 0.73-0.99 | 100-122 | =122 perRT
4.00 -5.00 Minority  4.29
3.520-3.99 Majority  4.60
1.00-3.49 [ E (.40
2.50-2.00

2.00-2.40

< 2.00

MSPARITY INDEX I

Average | 0.00-0.30 | 0314051 | 0524072 | 0.73-0099 ( LOD-122 = i}

Average
4.00 -5.00 g Women 4.26
3.50-399 | Men 4.61
3.00-349 i 0.46
2.50-2.99
2.00-2.49
= 2.00
Il:_ll Cverall higher scores and group agree. Roport good Findings and reinfionce belaviors within the command.
[ Uverall higher scorcs and proup disagres. Examime poterilal causss for dispariny; farmher Bokie causes - focising
o the group wilh the kwer mean - usig focus proupsfimeniows,
recards, reports, chservalins, eio.
oo Cverall lower soared snd group agned. Lok for themds and examing consments, kighes level palicy, or
leaderskip style; Further modate camses ming focus proopsfinborviows,
records, reporis, chservations, eic,
4 Chverall lower scorss and group dissgree. Examime commenls; further 1solale causes - focusing on the growp wilh
the lower mean - using fooms proups’inlerviews, records, reporis,
el ervaions, ebc.
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LEADER SUFFORT FOR SAPR

[ eS|

% You are here, This denotes (he lowest averege of the two idenfified growps and the sssociated DI

DISPFARITY INDEX I
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Averape
4.00 -5.00 Officer  4.60
350399 Enlisted 4,34
3.00-3.49 I 0.32
230-299
200 -2.49
< 200
DMSPARITY INDEX I
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =22
Averape
it Junior Enlisted  4.15
3.50-3.99 Senior Enlisted 467
3.00 -3.49 - pI: 068
250 =290
200 -4
< 200
fi Checrall higher scorss and group agres. Bepost good landings and reinfiones behavsors witlim the commssd,
| L {iverall higher scores and group disagree. Examine podentizl causes for disparity; further isolole couses - focusing,
o thee growgp wish the lpwer mesn - using foosis groupsfnterviews,
reconds, repora, observatlons, e,
1% Uiverall kwer scores and prowep agres. Lok for trends snd examine comments, higher level policy, or
leadership siyle; further isolme couses using focws proupsingerviews,
reconds, repors, observations, ele.
L Uiverall kower scores and group disagres. [Examine comments; fizther izalate couses - Facusing on the growap widh
thee: lowwer mean - using focus groupaliserviews, records, repons,
observalsons, €1c.
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LEADER SUPFORT FOR SAPR

-il_.-lu S T T T T T PR T

AR - FEEERRE R A

Voo =S O G|

s You ere bere. This denotes the lowest average of the two identified groups and the associated M.

IMEPARITY INDEX I
.hrenge 0.00-0.30 | 0.30-0.5] 0.52-0.72 | 0.73-0.09 .00 1,22 =122
Average
4.00 -5.00 * Junior OfMicer 400
31.50-3.99 Senior OMicer 4 kN
3.00-3.49 I¥l: 0.91
250 -2.90
200 -2.49
< 2.00
IMSPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 »1.22 )
Average
4,00 -5.00 Military  4.54
3.50-3.99 Civilian 4.45
300-349 ¥l 0.2
230 -2.99
200 =249
< 200
ILI:I Civerall higher scores and group agree. Repomt gond fimdings and reinforce behasiors within the command.
|z Civerall higher scores and group disagree. Examine polential causes Far disparity; fusther isolale couses - Focusing
an the grossp wigh the |ower mean - wsing focus growpslfinbervicws,
reconds, reports, oheervsions, &g,
13 Civerall lnswver soomes and group agree. L.eok For trends and examine comments, higher kevel palicy, or
lendership sty le; fisher isolab: couses using focus groupsinierdaews,
recond, reports, ohesrvathons, eic,
| 053 Civerall lower scores and group disagree, [xamine comments; further isodate casses - focusing om the group with
the: lower mean - wsing focus growpefinberviews, recoeds, reports,
observations, eic.
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SAPR BYSTANDER INTERVENTION CLIMATE

I Yellow = Slight Organization Concern

% You are here. This denotes the lowest average of the two ldestified groops and the assoclated DL

MSFARITY INDEX

Average | 0.00-030 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
4.00 -5.00 Minority 398
3.50-3.99 Majority 4.4
1.00-3.49 i 050
23i0-290
2.00-2.49
< 2.00
MSPARITY INDEX I
Average | 0.00-0.30 | 0.31-0.5] | 0.5240.72 | 0.73-0.99 | 1.00-1.22 >1.22
Avernpe
4.00 -3.00 Women  4.18
3.50-3.99 Men 438
3.00-3.49 " Pl 013
2.50-200
2.00-2.49
= 2.00
| Crverall higher scores amnd prowp apree. Bepon good Gadings amd relnfones behaviors withim the commssd,
1z Orerall higher scores and growp disagres. Examing poiential ceuses for disparity; further isalate couses - focusing
o the grossp wish the lower mean - using Foous growpalfinkeryesews,
reconds, report, observillons, e,
1 Uveral] lower soares and group agree. Look far trends and examine comments, higher level policy, or
bzadership sty le; fisther izalote causes using focss groupsisterviews,
records, repors, observalons, e
- (hverall lower soarnes and prowp disagree. Examine cormments; fimther isolabe cawses - focusing on the groap with
the |ower mean - using focus groupsinierviews, records, reporis,
olservalions, #e,
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SAPR BYSTANDER INTERVENTION CLIMATE

Teton = g Orpinien coreere |

& You are here. This denotes the lowest average of the two identified groups and the associsted [M.

DISPARITY INDEX I
ATSripe Average
4.00 -5.00 (iMicer 427
3.50-3.99 Enlisted 433
3.00 -3.49 nl: 009
A E0-299
200 =249
< 200
DISPARITY INDEX I
Averape | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.90 | 1.00-1.22 =122 Ay
4.00 -3.00 Junior Enlisted 4.32
3.50-3.049 Sentor Enlisted 4.40
J.00-3.49 ol (.0&
250 -390
F 00 =2 49
< 200

(8]} Crverall higher seomes amd group agree.

2 {rernll higher peores and groap disagres,

Q5 (verall lower scores and group agree.

o (rwerall lenwer scores and group disagres.

Reponi good fimdlngs and reinfosce behaviors wiikin ihe comnmumd

[Examine poiential causes For disparity; fusther isalate casses - focusing
o the growsp wigh the lower mean = wsimg focus growpsfinterviows,
records, reparts, ohservions, e,

Lok For trends and examine comments, kagher kevel policy, o
leadership sty le; fimrther isolabe causes. pxing focus groupsinierviews,
records, reports, oheervations, esc,

Examine comments: lmher Bolste causes - lomsing on e group will
the lower mean - wsing Encus proepsfinberviews, reconds, reports,
ohservations, eic,
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SAFR BYSTANDER INTERVENTIHON CLIMATE

Yellow = Stght Organization Concern | [ NN OGN ]

& You are here. This denotes the lowest average of the two identified groups and the associated 1.

DISFARITY INDEX I

Average | 0.00-0.30 | 0.31-0.5]1 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =22 Averips

4.00-5.00 |

Junior Officer 401
350 -394 Senkor (Micer 4.19
.00 -3.4% Dl: 0.49
250 -2.94%
2060 -2.4%
= 2.0d
MSPFARITY INDEX
Average | 0:00-0.30 | 0.31-0.5] | 0.52-0.72 | 0.73-0,%9 | 1.00-1.22 =].22
Average
4.00-5.00 Military 429
J.50-3.99 Civillan 436
3.00-3.49 Dl 008
280 -2.09
2.00-2.49
< 2.00
]| Ciwverall higher scores and group agree. Repart goud Findings and reinforee bohavioes within the comenand
0z Owerall higkser eeores and group disageee. Examlmse patendial causses for dispariny; further tsolasie canses - Mocusing
ori e o wiith the bower msam - using locis groupaimterviews,
rocords, reports, ohservalions, ele,
3 Uverall kower seores and group agree. L.ook for trerds and examine commenss, higher level policy, or
leadurshap saybe: Further ol caases sing focus proapsinterviews,
records, reports, ohaervations, elc.
(821 Unveraldl kower scorc aind proup desagres. Examine coanmenis; further isolnie couses - focusing an the group with
e Kot prvisn - usang Tiocud pronips’neerviews, reconds, repoets,
observativms, ele.
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e. OVERALL UNIT SUMMARY

Below you will find the overall unit summary for information based an your unit's scores using the sctual
survey response scales. Your unit’s information is compared 1o the DEOMI database for your service and for
all gervices in last & months, The information will be presented with Equal Opportunity/Equal Employment
Opportunity (ECQVEEQ) factors, Organizational Effectiveness (OE) factors, and by Sexual Assault Prevention
and Response (SAPR) factors,

Sexual Harassment [ Discrimination

Average
ALL SERVICES lr"“ 418
MNAVY 4.16
M2ZMG Information Dominan 4.40
Your units score implies:  Very little chance of occurring
Differentinl Command Bthlviurrlﬂwlrd Minorities Average
ALL SERVICES 4.30
NAVY 451
MZM6 Information Dominan 4.67
Your units score implies:  Very little chance of occwrring
Positive E0) Behaviors = Average
ALL SERVICES 4.01
MAVY 4.14
MXMNG Information Dominan 417
Your units score implies:  Fairly high chance of oecurring
ADMING:  1333105-2 Defense Equal Opportunity Management Institute 7l
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Hacist Behaviors
ALL SERVICES
MAVY

M2 Information Doeninan

Your units score implies:

Age Discrimination
ALL SERVICES

MAVY

M2ME Information Dominan

Y our units goore implies:

Religious Discrimination

ALL SERVICES
MAVY

MG Inflormatiom Dominan

Y our units score implies:

[Yiaahility Discrimination
ALL SERVICES
HAVY

M2 MG Information Dominan

Y our units scome implics:

ADMIM: 1333105-2

Very little chance of occurring

Small chance of occurring

Very listle chance of occurring
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Average
.88

388

4.51

Avernge
432

4.31

4.24

Average
4.47

149

4.64

Average

4.42
4.48

4.58

T2



Organizationsl Commitment

ALL SERVICES
HAYY

W2ME Information Dominean

Y our units score implies:

Trust in the Organization
} ALL SERVICES
| NAVY
H'I M2ME Information Dominan

Your units score implies

Work Group Effectiveness

ALL SERVICES
MHAVY

M2 Information Dominan

Your units score implies:

Work Group Cohesion

ALL SERVICES
MNAVY

M2 Informetion Dominan

Y our units score implies:

ADMINE:  1333105-2

Somewhat positive rating

Fairly positive rating
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Averape

344

3.55

374

Averape
3.45
348

.58

Averape
4,08
4,10

4.36

Average

395

393

4.07

73



Leadership Cohesion

o S G - Average
ALL SERVICES 354
NAVY 150
MZMG Information Dominan 3.6l
Your units score implics:  Somewhat positive rting
Jub Satisfaction Average
ALL SERVICES 3.54
MNAVY 31.89
NZM& Information Dominan 3.66
Your units seore implics:  Maoderate to small satisfoction
Leader Suppori For SAPHR Average
ALL SERVICES 4,25
MAVY 4.35
PG Informatuon [ominan ‘ 4.50
Your units score implics:  Positive pereeptions of leadership support for SAPR efforis
SAPR Bystander Intervention C-Iluult - Average
i |
ALL SERVICES 4.25
MAVY 433
WAME Information Dominan 4,32
. | ! | |
Your units score implies;  Moderate to rather sirong likelihood of bystanders intervening to prevent
sex il assault
ADMING; (3331052 Defense Equal Opporiemity Management Institule T4
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results:

i

111 MAKING DEOCS RESULTS WORK FOR YOU

Four Steps im Using DEOCS

Share the results with your organlzation
Validate the resulis through other sources

Establizh gn action team

Conduoct a follow-up DECS im 612 months

We helieve there are at least four steps to consider if you want to get the best use out of your DEOCS

Share the results with the members of your organization. They provided the
infioemation and you can expect themn to be cergous. 1T vou don't share the resulis (through
briefings, summaries, etc. ) they will not be motivaied to provide future feedback and will
probably assume the worst about the results {i.e., "They don’t want us to know because the
results were so bad. ™), You also will not be giving them the opportunity to provide their
insights on why the results came out the way they did.

Validate the results of the survey wsing other sowrces. The survey provides a good
overview of the organizational climate, bt it i3 8 "broad-brush” approach. The survey
MY raise 85 many questions as it answers, and for many of thess questions you may need
to dig ferther to find the answers, For example, if DEOCS highlights a problem with
sexual harassment, you may need to conduct random interviews to see what form the
problem takes and where it occurs in the organization. Perhaps you have repores of
incidents, or thepe are other documents that bear on the problem. Maybe there are
inspection results that can shed some light on the issue, What do the ather leaders in the
organization have to say? Perhaps "town hall™ meetings or sensing sessions are needed to
allow people o express their views in an open, nonthreatening setting (these could be
condusted af vasious levels inthe organization and a summary of findings passed up the
chain of command}). By exploring these sources, either directly or by wsing stafl members
as your eyes and ears, vou'll be able to validate the results of the survey and acquire uscful
information for action plans.

Establish an action team 10 develop and Implement a plan for erganizational
improvement. Unless you use the DEOCS results as a springboand for action, the effort is
wasted. After all, you probably conducted the survey because you want to be proactive
and prevent big problems by dealing with small problems before they escalate. Taking
action shows your organization you are serious about matters of equal epportunity,
organizational effectiveness, and readiness. Put your best people on it and give them the
power they need to get the job done,
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4, D snother DECCS survey in abowut 612 manths to see il the actlons have been
effective, It 15 important to evaluate the effectiveness of your sction plan by secing
whether any changes eccur in the organizational climate, 1F ther i3 no change in the
climnte, maybe a different approach is needed. A second DEOCS can give you a snapshat
of your arganization after your intervention, When compared with the "before” picture,
this "after" picture can be quite revealing.

I comiclusion, we hope these puidelines for interpretation are vseful to you. DEOMI believes the DEOCS
can kelp commanders who want to improve the readiness within their commands, but if i3 just one ol To
mizke best use of the tool, it should be used to help design the action plan that leads o ree improvement in
the organizational climate, Check out our DEOMI web age ot woww deomiorg. From the website select
"Clhimmte Survey” to secess additional information that may assist you in understanding your survey results
along with sugeestions on how to use them.

At the DEOMI, we are currently analyzing thousands of surveys per vear, Conseguenily, we connot provide
all the individual attention we would like o cach commander. DEOMI has tried (o design a feedback
process that provides quick tumaround with the information you need to formulate action plans. DEOMI
would like to know how you think we are doing. Please take the time (o provide feedback,

If you have comments or supeestions, please call the Directorate of Research (DR) [DEH:_
ammercs R ' v » soen@decs et

Thank you for using the DEOCS!
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Appendix A: Your Locally Developed (Questions

If someone failed to respond to a question, or if for any other reason the computer could not ingerpret the
respanse, il was not counted.

1. Leadership within your directorate or division is effective. (Example Directorate = N4, Division = M43,

Branch = N431)
| Frequency Fercent
Totally Agree 53 349
hModerately Agree 5 36.8
Meither Agree nor Disagree 19 12.5
Moderately Disagres 15 0.9
Totally Disagres a9 59
Total 152 100.0

2. OPMAY leadership is concerned with crew morale.

Percent
Totally Agree 24.3
Moderately Agree 3d.2
Meither Agree nor Disagres 171
hModerately Dizagree 13.2
Totally Disagres 132
Total 152 100.0
3. Communication within your Directorate or Division is effective,
Fregqueacy Percent
Totally Agres ; 14 22 4
Moderately Apree 62 40.8
Meither Agres nor [isagree 17 11.2
M oderstely Disagres i 7.8
Totally Dhsagree 12 749
Tuatal 152 10000, 0
ADMING 13331052 Diefense Equal Opportunity Management Institute 77
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4. Your interests are fairly advecated for by yoor Directorate io ihe Director.

Fregquency Percent
Totally Agres 44 289
Moderately Agres 43 283
Meither Agree nor Disagree 40 26.3
Moderately Disagres 1] 1.2
Totally Disagree 14 9.2
Total I52 1000

E  OPNAY leadership is aware of ihe primary challenges and isswes af the Directoreie and Division level.

| Fregueacy Percent
Totally Agree : 10 (LN ]
Modertely Apree ;f] 45 9.6
Meither Agree nor Disagree 1 21.7
Moderately Disagree 32 21.1
Tatally Dzagres 13 B.6
Tl 152 (000
ADMIME: [333]05-2 Defense Equal Opportunity Management Institute TE
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When execoling daily operpfions, do you feel leadership within your DNreciorate have other
maotives beyond mission accomplishment?
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Appendix C: Written Comments from Your Organization
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Appendix I}: Your Copy of the DEOCS

DEOMI

Organizational Climate Survey
(DEOCS)

Organization: N2/N6 Information Dominan
Commander/Director: VADM Card

Admin Number: 1333105-2
Thursday, May 09, 2013

Defense Equal Opportunity Management Institute
Directorate of Research

Patrick AFB, FL

HRKTec
’t.,“ F

RCS: DD-P&R (AR) 2338
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DEFENSE EQUAL OPPORTUNITY MANAGEMENT INSTITUTE
ORGANIZATIONAL CLIMATE SURVEY
(DEDCS)

Genersl Description

The DEOCS guestionnaire is imended for organizations of any size, and is suitable for military and'or civilian
personnel. The questionmnaire measures climate factors associsted with the military equal opportunity (EC)
progeram, eivilian equal employment opportunity (EEQ) program, Sexual Assault Prevention and Response
{SAPR), and erganizational effectiveness (OE) issues. The race-cthnic clossification system wsed on DEQCS is
comsistent with recent Office of Management and Budget (OMB) guidelines for classification of racial groups
and multi-racial designations. Approximately half of the questionnaire items address EQ/EEQ issues, the
remainder address erpanizational and demographic areas. The DEOCS i3 2 climaie assessment instrumeni
designed o assess the “shared perceptions™ of respondents about formal or informal policies, practices, and
procedures likely to occur in the organization. This survey does not collect or use personally identifinble
infurmation and is not retrieved by personal identifier. Therefore, the information collected is not subject to the
Privacy Act of 1974,

For the purposes of this sarvey, the following ethnicity and race definitions are provided (using standard
Federal definitions).

Per OMB guidance, 1 January 2003, Spasish/Hispasic/Latino is an efthnic category, not & race category.
Al roce amd ethnicity responses are rolled up into minority or majority categories for the final report.

Spanish/Hispanic/Latino. A person of Cuban, Mexican, Puerto Rican, Sowth or Ceniral American, or osher
Spanish culture of origin, regardless of mee. The term, *Spanish origin,™ can be used in addition to “Hispanic or
Latinag.™

American Indian or Alaska Native., A person having origing in any of the original peoples of North end South
America (incleding Central America), and who maintaing iribal affiliation or community attachment,

Aslan. A person having origing in any of the orgingl peoples of the Far East, Souvthesst Asia, or the Indian
subcontinent including, for example, Cambosdia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine
lslands, Thailand, and %ketnam.

Efack or African American, A person having origins in any of the black racial groups of Africa. Terms such as

“Haitian™ or “Megro™ can be used in addition to “Black or African American.™

Mative Hawallan or (ther Pacifie lilander. A person having ariging in any of the original peoples of Hawai,
Ciuam, Samod, or ether Pacific [slands.

White. A persom having origins in any of the original peoples of Evrope, the Middle East, or Morth A frica.

MORE INSTRUCTIONS ON NEXT PAGE

Please Contimes
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IMPORTANT! Before beginning the survey:

IN THE AREA MARKED MWP'ATWTWEH?!FWEAHWEHEET WRITE IN THE
FOLLOWING NUMBER: 13331082

PART I

The information providied below WILL NOT be wsed 1o ddentify you. I is used by a compuster 1o kentify groups of people
{e.g.. Male, Female, Officer, Enlisted, Civilian, ese.). If fewer than five responses are given For a particular growp, those

responses are not reported For that growp.
YOUR ACCURACY 1S IMPORTANT IN GETTING AN HONEST ASSESSMENT OF YOUR ORGANIZATION,

. Tam
| =Male 31=Female
2. Are you SpanishHispanic/Lating?

I = M
2= Yes

1. Whai i your race? Liark ome or more races bo frdicare whal vow consider pouresedflin be.

I = American Indian or Aloska Mative

2 = Asian (e.g., Aséan Indian, Chinese, Filipino, Japanese, Korean, Victnamese)

3 = Black or Africen American

4 = Mative Hawaitan of other Pacilic Islander (e.g., Samoan, Guamanlan, o Chamorro)
3 = White

G = HMiA

4. My age is

1=18-21
2=11-30
3=31-40
4= 4] - 50
§= 5] or ower

5. Are you currently deploved?

1 = Mo, it has been more than & months sincs my last deploymend, o [ have pever deployed
2= Ma, but 1 returmned from combat zome deployrment withan the past 6 months

3 = Mo, bat | returned froem gop-combat zone deployment withim the past 6 months

4= Yes (CONUS)

5= Yes ((MIINLIS, ima combal rnne)

6= Yo ((HOOMWLS, ina pop-combat zone)

6. | om aln):

I = Military officer

2 = Warrant officer

3 = Enlisted member

4 = Federal Dol civilian employee

5 = Federal non=[301] civilian employee

6 = {Nber {e.g., comractor, private elvilan, S4ate employes) —= GO TOQUESTION 14

Flense Contimues




7. I you are a federal civilian employee, in which category are you o member?
1 =35
2 =0k
= WHEWLWEWE
4=5E%
5« MEMS - GO TO QUESTION 9
= BUA

& What i your pay grade (for example; an E3 or 03 would sedect £ an ES or O3 would selest 277 FOR N5PS CIVILIANS
(INLY: Leave A% BLANK on ike belsbie sheel.

|=1.3

2=4-4h

3=T7-8

4=t 0

5=11-13

b=i4-15

10 you wre w Pederad civilian employes uder WSPS, what s your Career Group?
I = Medical
2 = Investigative Profective
1 = ScientilicEngmeering
4 = Saandard
3 MNA

10, If vou are a Federal civilian employvee under NSPS, what is your Foy Bchedule? POR MILITARY AND NON-NSPS
EMILIVEE: Leave #18 BLAMK on the Bubbile shest,

| = Mrofessional or Investigative

2 = TechnicinnSuppor

3 = SuperysonMaisager

4 = Fire Prodection or PoliceSecurity Guand

5 = PhysicianTlenis

6 = Spedent

ELoIF yow are a Federal civiliun employes under NSPS, what i your Py Band? FOR MILITARY AND NON-NSPS
EMPLOYEE: Leave 811 BLANK on ihe bubble sheet
1=1

£ L4 PR
)
s ud b

[2. MILITARY OMLY: My branch of service s FOR CIVILIAN EMFPLUYEES: Leave 812 BLANK on ke bubbde sheet,
[ = Air Foroe
2 = Army
3 = Caxnst Guard
4 = Marme Coms
3 = Mavy
6 = Mon LS. Military Service

15 MIILETARY ONLY: Fasmoa(nk FOR CIVILIAN EMPLOYEES: Leave #13 BLANK wn ibe bubble shevi.
I = Active component member (incheding Coast Cruard)
2 = Trasditional guardsman {Deilling)
3 = Guardsman on active duly
4 = Traditaomal reservist | Drilling )
§ = Reservist on sctive duty

Flease Continue 122



Fart Il

YOU NEED NOT HAYVE PERSONALLY SEEN (R EXPERIENCED THE ACTIONS BELOW,

Uze the following scale to mie the LIKELICICO0 that the sctions listed below COULLD hove happened, even il you have
nul personally observed of experieneed It {F o ore @ member of o Reseive or Nativaal Girard wmil oF aré a pa e
employes, “powr latf 30 work days® refers fo dhe Lot 30 dovs you spend af youre anll fmof secessarily e pasi consecuiive

I workdaya),

1 = There is & very kigh chaace that the action eooumed,

2 = There is 8 rearonably high chance that the sction occurred.
3 = There is a moderate chares that ihe action oceurred.

4 = There is 8 small chonce thal the action oecurred.

5 = There is afmost po clusce that the action ocourred,

CHECKPOINT: ENSURE YOU ARE AT #14 ON YOUR BUBBLE SHEET BEFORE PROCEEDING.

During vour last W workdays at your dutly location:

14, A person iold seversl jokes about 8 paricular
racecthnicity.

15, Supervisors of different ractal of ethnbc hackprounds
were seen having hench iogether.

16. Pessonme] of different racial or ethric backgrounds
were seen having hanch together.

17, A supervisar did not sedeet a qualiAed subordinate
for promotion because of their rsee’ethnicity.

18. A member was asslpned less desirable offlee space
becasse of their race/cthmicity,

19, The person in charge of the organkzation changed the
duty assignments when it was discovered that two people
of the same racefethnicity were asigned b the same
senablive area on the same shifi.

0. While speaking io a group, the person in charge of’
the organzzation ok mone time o anawer questions fram

one racesethmic group than from anesher grop.

21. Members from difMerent racial or ethnic groups wers
socn seclalizing together.

22, Members joined friends of a different raclal or ethnic
group &l the same table in the cafeteria or designated
eafing arca.

21, When a person complained of sexual karassment, the
supervisor swid, "You're being oo sensitive.”

24, Offensive ractalethnic names were frequently heard,

26. A supervisor refernad 1o subordinates of one gender
by their first names in public while wsing titles for
subordinates of the other gender.

27, Sexist jokes were frequently heard,

M. Somenme made sexually suppestive remsarks about
andtler pereo.

20 A well-gualified person was denled a job because the
supervisor did mod like the refigious belisfs of the person,

e A demeaning eommenl was made abow a cerlain
relighous proup.

3. A supervisar Favored a workes who had the same
religious belicfs as the supervisor,

3L A younger person was sclected For a prestigious
assignmend ower an obder person who was equally, if rot
slightly better gualified.

31, An older individwal did nod get the pame carcer
rr[wrh.lnili.n:: asdid o FOLNZEr individual.

34, A worker with a disability was not given the same
oppartunities as siher workers,

33, A young supervisor did nod recomamend promation
for @ gualified olkder worker,

36, A corcer oppontunity presentation to a woerker with a
disahilily focused om the lock of opportunity elsewhens; 1o
athers, i emphasized promaotion.

37, A mupervisor did nol appoint a qualified worker with
a disability to a mew position, bat instesd appoinded
gnother, bess qualified worker.

Please Comtiue 123



Part 11

I this part of the survey, answer the following questions
regarding faw pou feel abour yawr orgamization, that is
the erganization led by the individsal who requessed you

complete this survey,

Part IV

Respond to the followlag ems regarding the
effecsiveness of yowr work grosgs (all persoms whe repor
tor the samie superyisor that you do), and top leaders,
using the scale below;

| = Tarally epree with the siatemen

2 = Moderafny agree with the sialement

3 = Nelber agree mor disagrer with the ststemend
4 = Muerandly divegree with the slalemnea

5 = Tanslly disopree with the stolement

1 = Tarally agree with the statement

2 = Moderarsy agree with the siatement

3 = Nelher apree mor disagrees with the stntement
4 = Mookranaly divegres with e slabement

5= Tarally disegres with the sinlement

33, 1 find thst miy walues amd the organization's velues
age very similar,

I | am prowd 1o tell athers that §am part of thes
oTganization.

40, Assuming | could stay umil eliglble for retlrement, |
& mal gew many reasoms o do so,

41, Often, | find it difficuld to agree with the policics of
this orgnniztion on imperiant maters relading to its

meaplie,

42, Becoming a part of this ergonization was definitely
nul in ey best mieresis.

23, The velees of this erganization reflect the volues of
iL% members.

did. This orgonizatiom is beval beits members.

45, This organimsion is Flmul.l of ils |1:|:|,'r|'.|||:.

46, The smount of sufput of my work group is very
high.

47, The quality ¢l sutpul of my work group is very high,
4. When high priorily work erises, such ps shor
deadlines, crash programa, and schedule changes, th
peopls inmy work group do an oestanding joboin

handling these siluations.

44, My work group’s performunee in comgparisen o
sirnilar work growps 15 very hagh.

50, My work group works well together as a team,

51. Members of my work group pull iegedber 1o get the
jab dans,

52. Members of my work group really care about each
uther,

33 Members of my work group trest esch other,

54, Top leaders in my organization work well together a5
A =z,

53, Top lesders in my organizsiien pull iogether fo get
the jub donie.

&b, Top leslers in my organizniion really cone phout
emch other.

T, 'I.'|.1'|1 lemders 1o my nrip.rri::ul'um sl ench odher,

Flease Continue 24




Part ¥V

The guestions in this section ane used (0 determine fow
seantisfed your are wirth folb-related fevres. Indicabe your
depres of satisfaction or dissatisfaction by choosing the
mos Eppropriate phmse

| = Fowy soizsfied

1 = Mnderaiely satisfied

1 = Neivher satisfied mor dissatisfied
4 = Mnderaiely dissatisfied

§ = Very dissatisfied

How savisfied are pow with:

58. The chance to help people and improve their welfare
through the performance of my job,

59. My amounl of effort compared to the effons of my
co-workers.

. The recognition and pride my family has in the work
I do.

fr]. The chence to scquire valuable skills m my job that
prepare me for fsture oppostunities.

62 My job as & whole.

Fart V1

43, Within the past |2 months, | hove personally
experienced an incident of diserimination within my

current organization, (Mark sl that apply.)

I = YES, racial/mational origiaeolor
2 = YES, gender (sex)

3= YES, age

4 = YES, disshility

5= YES, religion

f=HNo

G4, Within the pasi |2 moaths, | bave personally
gxperienced an incident of sexual horessment within my
currenl organiaion.

1=YEE I=NO

63, [hd you report aiy of the sbove incidens of
discrimination or sexual harnssment by samenne 10 your
organizdion?

1 =1 fiked & formal complaind through my
organizstion’s EOVEECD representative.

2 s | peparted the Incident theough my
organization’s EOVEECQ representative withowt liling
a formal complaint

3 = | reparted the incident to my supervisor'superior
without filing a formal cemplaing,

4 = | confromied the mdividual who commined e
act withowt filing a formal complaint.

5 =1 did mot report the incident to snyome,

6= PA, | did not experiense an meldest of
disesimimation of sexual harassmend in the pas 12
maths.

11 you didd moot repont the incldent o anyone, please
explain why.

6. How satlafled are you with how vour isswe was (or is
heimg) resolved?

| = Fery satlafied

1 = Modgrately satisfied

3 = Maderatety dissatizfied
4 = Very dissatisfied
F=N/A

I you were moderately or very dizsatisfied with how the
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Part ¥1I

The guestions in this section are used to descrmine your pereeptions of keadership support m regards 1o sexual assault, your
krowledge of sexual assault reporting options, pereeived barriers 1o reporting sexual assaslt, and bysiander imtervention.

61, My leadership promstes o climoge thot is free of sexuml assaull,

I = Strongly agree

2= Apres

3 = Meither apres nor disapres
4 = disagree

5 = Rrrongly disspres

64, My leadership would respond sppropriately in the event & sexual assault was reported.

1 = Strongly agres

e Agne

1 = Meither agree nor disagree
4 = disnpres

5 = Srongly disagree

G5, A restricted repent allows o Servics member to repon a sexual gassull and ged help, but without soifying command or
criminal invesugatars,

] = Trse
2 = False

60, Which ol the Edlowing would be reasons why a victim of sexunl assault would ned report the ingident within your unit
(Mark all that apply):

I = Lack of privacy/confalentialiy

2 = Sligma, shame, fear

3 = Fear oof being reduced in the eyes of the commander or collengues

4 = Fear of disciplinary action due to victlm's miscomndusct

3 = Fepr of re-victimization

6 = Fear of operational impacts on training, sscugity clearances, end overseas deployments

¥ = Mot knowing kow to repot

B = Mat thinking snything would be dome

0= Mot wanting 1o pel fellow Service membert (6.5, perpetrator, bysianders) in mouble for actions or collaterl
miscondusd

10 = Concern Victim Advocste (VA ) will not keep restricted report confidendial

11 Bone of the above, sexoal assaulls wouwld be neported
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67, Suppose you see & Service mesher put sormething in a person’s drink. You"re ussure what i was and question if your
eyes were ploying tricks on youw, What are you most likely to do in this kind of situation?

I = Mothing

2 = Leave o pveid eny kind of trouhls

3 = Waich the stumion o see it escalales

4 = Tell the person what you saw the Service member do
5 = onfromt the Service member

68, Imagine you go TV for gome training. The first might youw go to 8 restourent/bar with o large group of collengues,
whom bl jl.rll! el AL what puinl wepubd oL midervene i the ﬁﬂlnwini l,'_'u.'aJa.lini wituspon T

I = A senior leader at the training buys your colleague a drink and he'she is told a drink may never be refused, as doing
s0 would go agaimst radition

2 = The senior leader buys your colleague a second and thied drink despite hisher repeated objections

1 = Your collcagee appears inoxicated and disoriented, and continues to be the senior leader’s main fecus of attemtion

4 = The senior leader repeatedly bugs your colleague, rubs histher shoulders, and offirs 1o walk himther back bo
quartird

5 = You see the senior leader quietly taking your intoxicated collengue out of the place

6 = As they leove, your collengue tries to push paway the senior lender and sys, "no.”

T = In this scenarbo, | would not Intervene at any poinl
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*&x&%% [ ocal Questions for 13331(5-2 *#++w

Please use the following scale 1o answer local questions:

1 = Totally agree with the statement

2 = Mnderarely agree with the statement

3 = Neither agree nor disagree with the statement
4 = Muderately dizagree with the siatement

5 = Torally disagree with the statement

o7,

Leadership within your directorate or division is effective, (Example Directorate = N4, Division =
M43, Branch = K431}
OPMAV leadership is concemed with crew moeale.

Communication within your Directorate or Division is effective.
Your interests ang fairly advocated for by your Directorate 1o the Director,

OPMNAY leadership is aware of the primary challenges and issues at the Directorate and Division
level.
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whkdd Short Answer Questions for 1333105-2 #o*#w*
Provide some sugpestions you feel would most improve the directorate or Division™s climate'moralbe?

How do you see communication between the Directorates? How would you improve communication within
your Directorate?

What do you see as the most significant challenge currently facing your directorate or Division right now?
How would you recommend sddressing this challenge?

When executing daily operations, do you feel leadership within your Directorate have other motives bevond
mission accomplishment?

Provide any additional information not already covered in this survey that should be addressed, and or would
be beneficial to your leadership,
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Flease provide any written comments in the space below. Use additonal paper I noeded.

ALL CEBAMENTS WILL BE PROVIDED TO YOUR COMMAND EXACTLY AS THEY ARE WRITTEMN.

Thank you for your respomses. Please provide your answer sheet and this survey o your survey administrator.
Wou may send commients regarding this survey dinsetly to:

Directornse of Research

Definse Egual Opportunity Mamsgement [nstliie
346 Tuskegee Airman Drive  Building 332
Fatrick Air Fores Base, Florida 32923-33494
Emual: supporidesos. met
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Appendix E: Operational Stress Control (O5C) Report

The Mavy Operational Stress Control program works to help build resilient Sailors, families, and
eommands. Some siress is good hecause it can push a Sailor to do hisher personal best. However too much
stress can harm both Sailors and commands and negatively impact mission effectiveness, This report gives
vou, the Commander Commanding OfMcer, insight into the level of siress within your command and what
some of the perceived reasons for that stress may be. We also offer you the chance to see how your commansd
compares o the rest of the Mavy by community, While it is impossible to remove every siressor faced in
Mavy life, we offer some recommendations for sctions you can take o mitigate stress as well 8s strengthen or
build command resilience. Om the last page of this report, you will find & complete copy of the Stress
Continuum, which describes each of the stress pomes and actions that individuals, leaders, and family
members can take to retumn (o the Ready *mreen™ zone. Please take a few minutes to review the chart and
refer 1o it during your review of your command report, I you have any questions or would like additional
information about O8C, please visit our website www navynavstress.com. I you have questions concemning
the Q5C survey or repord, please call {901 874-2356 (DSMN B82).

PART 1: Owerall Stress Assessment

A. Stress Continuem Madel

1. Hew lamiliar are you with the Stress Continuam Model?

Fregquency Percent (%)
Confident 19 1367
Can Apply 0 2158
Understand 1 16.55
Slightly familiar 18 12.95
Mot at all 43 35.25
Total 138 100.00

2. During the FAST 30 DAYS, which stress rone mosi accurately deseribes your command?

Frequency Perceni (%5}
[ 21 15.11
Yellow 43 3094
n'mngp 20 14.39
Red (] 432
o Mot Know 44 éy
Total 139 100.00
ADMIMG: 1333105-2 Defense Equal Opportunity Management Institute 131
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3. Durlng the PAST 30 DAYS, which stress rone most sccurately describes yoursel?

Fregquency Percent (%)
Circen it 20.86
Yellow 43 é;?
Crranpe 15 11.51
Red i 144
Do Mot Know 43 3054
Total 139 100,00

B. Work Stress

4. During the PAST 12 MONTHS, (or since you reporied to corrent commend), bow much stress did you

prperience af work or while carrying out your professional detles?
Fregquency Percent {%&)
A lat 40 28TH
Some 81 ﬁ?
A linle 29 2084
Mot at all ] 6.47
Taoial 139 100.00
C. Qutside Stress

5. Duariag the PAST 12 MONTHS, (or since you reported to corrent command), how mach stress did you
prpericnce outside of work (in your family or secial life)?

Frequency Percent (%)
A ot il 14,39
Some 45 32 3T
A little 55 Cﬁ‘?
Mot at all 18 1367
Tatal 1349 160.060
ADMINA 1333105-2 Defense Equal Opportunity Management Institute 132
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. Individual Stress - Past 30 Days
HOTE: *Individual Stress™ is made up of the following four items:

In the PAST 30 DAYS...
= How oflen have you felt umakble o control mportant things in your life
- How often have yvou felt difficulties wers piling up so high that you could not overcome them

= How often have you felt confident about your ability io handle your personal problems
- How often have you fekt things were going your way

(HIGHER AVERAGE = HIGHER STRESS):

[T the “Linit" average is higher than the “Kavy™ average, then your unit is displaying a higher level of
individual stress. Equally, if the ®Unit™ average is lower than the “MNavy™ average, then your unit is
displaymg a lower level of mdividual stress. Mavy and Unit averages are based on Mavy DEQCS
respondents.  Asterisk (*) = five or less respondents.

MNavy Average Linit Average
Aviation B.63 8,00
Expeditionary 5.26 0.00
Intel 925 824
Medical 014 0.00
Special Operations 8.43 11.50
Submarine g9.51 SE3
Surface 10.15 B.00
Other 9.13 B.42
TOTAL 988 E.16
ADMINY: 1333105-2 Defense Equal Opportunity Management Institute 133
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E. Mavy Work Weck

7. On average, how many hours did you sleep per night in the PAST 30 days?

Frequency Percent (%)
3 howers or less o 0.0
4 hours & 5.7
5 hoaers ir 1223
& hours =0 38T
T louss 44 31 85
9 hours 0 0.00
10 or more howrs 2 1.44
Total/Average 139 6.40
F. Types of Stress
8. Unprediciability of operations er job deties.
Frequency Percent (%)
Al 25 17.69
A lietle ar 26 B2
MWat at all 21 15.11
Toaal 1% 100.00
4 Communleation within my erganization.
Frequency Perceat (%)
A lot 3 20.86
Some 3 28068
)
A little 50 ¢ 3887
Mot at all 21 15.11
Total 138 100.00
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10. Lack of persoanel ia my working group to get the job done.

A low
Somix

A little
Mt at all

Total

11, Increase In my work hoad.

Aot
Yome

M lietle

Mot at all

Total

11, Waorking long hours.

A lot
Some

A linle
Mot at all

Total
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Frequency
19

51

139

Frequency
17

35
o)

35

13

Freguency
15

n
44

44

138
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Percent [%a)
13ET

16.55

(e’

33.09

1000

Percent (%)
12.23

25.18

2518

100.00

Pereent (%)
10.74

2230
J1.65
3525

100.00



1. ConMicts between my professionsl detics eod Temily responsibilities

A ot
Sonne
A littke

Mot at all

Total

3. Barriers to Secking Care

14, My shipmates/co-workers will see me as weak if 1 seek help for siress problems.

Strongly agree

Agres

Meither agree nor disagree
Disagree

Stromgly disagree

Total

Frequency
11
25
&7

48

139

Fregquency
[i]

4
38
49

1

133

15 Navy aititudes ereate barriers to seeking belp for stress problems.

Strongly ngree

Agres

Meither apres nor disagres
[Msppres

Strongly disagree

[otal
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Percent (%)
T

17949

ai.01

33.08

100.00

Percent (%)
4 3F

10007
2734

A )
&3 02

100.00

Percent (%)
3.83

20.14

L o
Casn

2518

1367

100.00

136



H. Positive Aspects of Stress
Thinking about strescfil situatiomng) that you expericneed at work in the past 12 months, {or since

reporting (o current command) please indicate how much you agree or disagree with the following
statements:

16. | feel pride Mrom my accomplishments,

Frequency Percent (%)
Strongly agree 40 2378
Agres B5 @7
Meither agree nor disagres 20 1439
Disagree B 432
Strongly disagree 7 5.04
Mot applicable 1 0.72
Total 138 100.00

i7. | am mare confident ia my abilities to deal with siressful situations in the Mulure.

Frequency Percent (%)
Strongly agree g 2550
Agree 55 (fsj:«')
MNeither agree nor disagree ar %62
Drisagree 4 2E8
Strongly disagree 5 3,60
Mot applicable 2 144
Taotal 139 10000
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PART II: FACTOR ANALYSIS BY DEMOGRAPHIC

MN2HE Information Dominan

The following provides an analysis of the six factors by individual demographic groups. Results displayed are
derived by averaging responses from each questionSitem. This allows quick identification of specific high and

lew points by each demographic group, An esterisk {*) represents a demographic with five or less respondents,

Command Individuwal Individaal Work Related Oiher Stress Secking
Level Level Etress - 30 Days  Stress- 12 Mon - 12 Mon Assistance

Military

Civilizn

Officer

Enlisted

Junior Cfficer

Sensor Officer

Junior Enlistad

Sefior Enkated

Jumior Civilaan

Sanior Chvilign

Wearmen

Manarity

Majarity

Tatal

U | 00| 00O ) o) o oo
OO LR R
OO L
I | B0| 08|80 80| 00)0m) a0
| O8N0 0000 e 0N o

| Yellow = Blight Concern I
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PART III: ADDITIONAL RESOURCES

The following provides additional resources and information specific to the United States Mavy Operational
Stress Control Program.

ACTIONRS FOR INDIVIDUALS AND FAMILIES

STRESS CONTINUUM MODEL
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»  Pracfon mre me
" Good dloep Babi = [ yhong el oty
u il Nomert habay = Hemawen corfach, elecfamly
:‘"“!‘. .I“ Enhodun S ciated Sbew b
O - Fositn astitode * At 4o o bt i gciwigy. | FStinning | ol -1 o AP
g + Pt Live 898 |BCabE * Wirsdaasiny pRsially = B @ 0N 4 & Tain wedb iFerrte el lemdy
o Rl R = [y corEn & Winld o il BhaiiS] i Geida ae B paieesanh
3~ Calm aed confident + il il A T = jmcijaitoemic gl iKnam * [racice nssaton
"IE; = [Meciive CommencIiom  * d6fificed wad ol ditsted = Confynioninarieniiion i * e -
Ll & Modeiitien sl balaen incivaamd wen ol Btaccy s {odsdel o SRS B pusie e p————
= kLig i3 relaw w dynply ne LTl = Musrbrew { T .
& Bir{l 2 [EI05N # [REPSEFAN 50 HE = Loy o conbod | B i Sl jumiancs CRmpaa £l
w Feea gl 208 & deogs wtimaiinh (T biesil. = Sobsiance abeme | tranbL [Pl |
Ht: Bl & Panl foetull Godeeid
N & Sl gaad o et pree
o
= Crilkom mabi-ndpeutnd * Elulirss sciop o, » Mlapw Betasen mar = Fywpmims pernsL ; Walbpiird 011 BOsbE Sl Sl
zad prcucy i acaad o loslorp 62 Ehacy. [ WhE, &7 I | Sl " Geeh mencal rastmen
* Refuly svtises # [npg-rg rum sy » [omvpian dphing e Ly :’ = e
w Bard ¢ 3Sm TLSA o Bl PR CBCR & Bilgscw, dEvers lach of w Ferupent oy |
= Cipsnorgasisnd by ® e rard 2t corerua e ation e btwnr e | TR i
- ko omcied ! ACTIONS FOR LEADERS
» Rivalsed i Vol o gl .l | B
| I = Pros®s boagh e faeneng
: o [k e e
d ! = | taph reeesle, poes e prarenang e
| Bl = Degglermiss Sicohid sl 1lusdr ()
v HigH e b [t wdiw R o] w5 CEnahie " thudet B el B el
-h“m N preg Beaeled Tampe & Hal Shealt] il LR o ]
dplt £ 1 a | -..,.J.-.-.l.r;.,ia-'.n-_r:-"ll T ARET
= os arier g iscipley @ eened manmmascy & gy vl P—CH | i i corerasiiation
o Begiamoraation of gicabel ¢ Maw garpber pregtews  dareie sl dncgioe - =!8 A r—
#rd ledacca o pred Wbl wiatdrgy,  MESER 1 = ;:':.'--..I:1H I
= Aiieuiice 1 eiad » [er=saoed suction e M— .- Mg
& Elgar dednie &l miscisa W sl tiepihpaty | =8
= Maitpiht drog tidesh { : s la ey, 3l privesy phave sad
l“ﬂllllllllllll | = Ry dow sk cevreee faan
| o Lgreraaras gl g codronals weE froseie)
|
! b il Eetrie b i
4 Firlpl b wanio g Eealuaitenn) el eadTeepn
|

% COETaTan AlE ahl TR i M RO
¥ Kapwrviegraty cin L

B |

For additional information about Mavy Operational Stress Control or to seck help for individual, command, or
family stress the following resources are available:

Operational Stress Control Onling; soww. navynavstress, com

Mavy Maring Corps Public Health: www.nrmcephe.med navy.mil

Maval Center for Combat and Operational Stress Control: www nocose, navy.mil

MNavy Knowledge Online: www nkonavy.mil

Fleet and Family Support Center: wew . cnic.navy.millCHIC_HOQ Site

Chaplains (Contact your local Base Chapel or www chaplaincare, navy.mil)

Medical and Mental Heatth Providers (Contact yowr local Military Treatment Facility or
wiww trbcare. mil'mentalhealth)

Military One Source: www.militaryonesource.com / 1 .B00.342 9647
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FART I'V: RESPFONSE TO "What three things could your commuand do o redace your stress level T
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Appendix B: Your Short-Answer Questions

MOTE: The answers appear exocthy as they wenz written on the survey,

IIr-m e B & parmes s Y fee] woukbd maost 'irnrr'l'rr the directorate or Division's

climate/morale?
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How da yau see commuonication hetween the Diveetorates? How would you improve

communication withinm your Directorate?

ADMIMNA: |3 152 ] '.L|'.Iil| Lipy riunity Management Ins
FOR OFFICIAL USE ONLY







ADMIMA: [333105-2 Diefense Equal Opportunity Management [nstrtte

FOR OFFICIAL UISE OMLY




[ se Equal
FOR OFFIC




ADMIMA:




yual Cpportunity b

FOR OFFICTAL USE




AlMIMSG: 3 5-2 = 1| [ Ipportunity M 1)
OFFICIAL USE




A AN E: 13331052 Defense Equal Opportustity Managerment [nstitute 04

FOR OFFICIAL USE ONLY





